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Preface

This thesis 1s part of my efforts to fuiflll the require-
monts for a degree in Operations Research from the Alr Force
institute of Technology. There are several reasnons for this
research. First, those areas icentified as being clo<ely
azsociated with job satisfaction ard carrver intent may be cof
value to the maragement cf the Air Force in determining new
people policies. Second, the insights ir this paper may be
iseful to lower level supervisors who are interested in thelr
people a=d would like to see them stay on for a career in the
Air Force. Last, it was necessary in order to graduate.

The results in this thesis are, for the most part, a
direct result of generally accepted statistical procedures.
When i have wandered away from sirict mathematical interpre-
tation, I have tried to identify these areas with "in the
opinion of this author" and other such warnings. Since no
one else has volunteered, I am forced to accept liability for
any and all errors in this tome.

I would like to express my appreciation to Dr. Michael
Stahl, my thesis advisor, who provided encouragement and a
great deal of help in the completion of this project, and
who scratched out all my attempts to inject humor into the
subject of job satisfaction and career intent. I would also
like to thank Drs. Chai'les McNichols and T. Roger Manley for
their assistance and guidance in this endeavor.
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Finally, I must express my deepest thanis to my wife,
Judy, who helped type this manuscript and kept a stiff upper

1ip during the c¢arxest hours of this program.

Roger M. Vrooman
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Abstract

This study determines the variables assoclated with the
job satlisfa.tion and career intent of Air Force personnel with
less than six years of service. The source for the data 1s
the Quality of Air Force Life survey conducted 1n June of 1975.
The analysis techniques were zero order correlation, stepwise
regression, the Automatic Interaction Detection (AID) algo-
rith, and canonical correlatlon.

The survey responses were analysed in terms of five groups:
total sample, officers, rated officers, non-rated cfflcers,
and enlisted.

The factors most highly assoclated with jcb satisfactior
and career incvent are:

1. Job Challenge

2. Preparation to assume future positions of
responslibility

3. Leadershﬁp/Supervision satisfaction
4. rersonal Growth satisfaction
5. Personal Standing satisfaction
Job satisfaction appears to be more closely assoclated
with job challenge and being prepared for future responsibility.
Career intent is highly associated with growth opportunities,
supervision, and personal standing. The factors assoclated
with job satisfaction and career intent are essentially the
same for all groups.
The author hypothesizes that career intent is a functicn
of job satisfaction but job satisfaction is not a function of

career intent.



AN ANALYSIS OF FACTORS ASSOCIATED WITH THE JOBE
SATISFACTION AND CAREER INTENT OF AIR FORCE

PERSONNEL WITH LESS THAN SIY YEARS OF SERVICE

I. Introduction

In an all-volunteer system, adequate
staffing o, the armed fources depends
upon the percelved attractlveness of
military service as a work role. Such
perceptions 1include views on working
conditions in the service, levels of
compensation, fringe beneflits, and

the like....(Bachman. 1973:1)

Bac«ground

Previous Research. Recent studlies done in the Depart-

ment of Systems Management, Air Force Institute of Technology
(AFIT), indicate a steady decline in job satisfaction and
career intent for non-rated personnel with less than four
years of service and rated personnel with less than six years
of service. Bartholomew, in a research work comparing the
personal value systems of men and women officers in the USAF,
noted that "...men and wom:n officers witn two-to-four years
of service have very different value orlientations. The re-
sult of these profiles is dissatisfaction with the Air Force
and guite negative career intentions" (Bartholomew, 1973:143).
A year latver, Madia, also writing on personal value systems,
recommended that AF Military Personnel Center ccnduct a con-
centrated study of the "satisfactions and dissatisfactions

of officers with three to four years of service"” (Madia,

1974 :140).



Most Recent Research. In March, 1975, the Alr Force

Management Information Group (AFMIG) was ecztablished at the
direction of the Air Force Chief of Staff. The directions

given tc the AFMIG wersz to "make a good service petter: by
examining the organization and management of the Air Force

as they relate to or ‘mpact on the human resource” (Ell1s,

1975) .

In order to examine the fzelings of Air Force personnel,
a survey questionalre was dev~loped to be administered Air
Force wide to personnel from 7-1 %o 0-6 and from 0 to 32
years ol service.

Inputs fcr the survey were taken from a cross section
of Alr Force personnel representing many skills, grades,
ages, etc, The end result was the Quality of Air Force Life
(QOAFL) survey, a 150 guestion instrument covering both gen-
eral and specific areas of Alr Force 1life and including Job
satisfaction and career intent questions.

Neither Madia nor Bartholomew, mentioned above, surveyed
a significant number of rated officers. Thompson, writing
on job satisfaction, used data from the QOAFL survey to ana-
lyse rated officers, non-rated officers, and enlisted per-
sonnel (Thompson, 1975:12).

Thompson's study of job satisfaction and career intent
showed a steady decline in job satisfaction for non-rated
officers and enlisted personnel with less than four years
of service. This same decline existed for rated officers but

the "bottoming out" of job satisfaction did not occur until



the five-to-six year point.
It is on the basls of the findlngs and recommendations
of these authors that a study of the less than six year

group is attempted.

Purpose of the Study

The purpose of this study 1s to investigate those vari-
ables which are associated with and presumably influence
perceived job satlsfaction and career intent. This study 1s
for descriptive purposes only and 1s not intended to prove or
disprove any general hypotheses concerning Jjob satisfaction

or career intent.

Problem S-atement

Civen the Q.OAFL data, what are the varlables
associated wi:ch percelved Job satisfaction
and career intent of Air PForce personnel with
less than six years of service?

Definitions
The following definitions will apply to this research.
Job Satiafaction - a measure of an individual's
perception of how well his expected needs are
met by his Job and 1ts related environment
(Thompson, 1975:12).
Career Intent - a measure of an individual's

willingness to remain on active duty until
eligible for retirement.

The Survey
As mentioned earlier, the QOAFL survey was composed of
150 questions covering demographics, quality of l1ife, genersal

and specific information, job satisfaction, and career intent.



The demographics are comprised of the first seventeen
questlons and include career intent. (Refer to Appendix A
for a copy of the survey instrument.)

The Quality of Alr Force Life Indicators (QOAFLI)
covered nine separate areas and are defined as follows:

ECONOMIC STANDARD: Satisiacticon of basle
human needs such as food, shelter, clothing,;

the ability to maintain an acceptable stand-
ard of 1living.

ECONOMIC SECURITY: Guaranteed employment;
retirement benefits; insurance; protectlon
of self and family.

FREE TIME: Amount, use, and scheduling of
free time alone or in voluntary assoclation
with others; variety of activities engaged in.

WORK: Doing work that 1s personally mean-
Tngful and important; pride in your work;
job satisfaction; recognltion for my efforts
and my accomplishments on the job.

LEADERSHIP/SUPERVISION: Has my interests
and that of the Alr Force at heart; app=-
roachable and helpful rather than critlcal;
good knowledge of the job.

EQUITY: Equal opportunity in the Air Force;
a fair chance at promotions; an even break
in my Job/assignment selections.

PERSONAL GROWTH: To be able to develop
individual capaclities; education/training;
making full use of my abilities; the chance
to further my potential.

PERSONAL STANDING: To be treated with respect;
prestige; dignity; reputation; status.

HEALTH: Physical and mental well-being of
self and dependents; having 1lllnesses and
ailments detected, diagnosed, treated and
cured; quality and quantity of health care
services provided. i

(Quoted from the QOAFL survey, Appendix A.)

Ec a1 QOAFLI had a question relating to the importance



of the QOAFLI and a question relating to the satisfaction
with the QOAFLI. The questions had a seven point scale ran-
ging from Low Importance or High Dissatisfaction to High Im-
portance or High Satisfaction.

The Job satisfactlion questions are numbered 65 through
68 and are a modification of Hoppock's four part job satls-
faction blank (Hoppock, 1935). Responses to each of the
four questions have a value from 1 to 7. When the responses
are totaled for the four questions, the overall job satls-
faction scores ranged from 4, indicating minimum job satis-
faction, to 28, indicating maximum job satisfaction. Thecse

responses were reordered In the tabulation of Jol satisfactlon.

The Sample

The sample for this effort 1s composed of a subset of
the 10,996 responses to the QOAFL survey and consists of
personnel who indicated lcos than six years of Total Active
Federal Military Service (1AFMS).

The sample consists of 4218 responses from officer and
enlisted personnel. The officer sample included pllots,

navigators, flight surgeons, and non-rated officers.

Assumptions
The first assumption 1s that the survey itself is valid.

This assumption will be checked by comparing the responses
to this survey with other surveys which are proven valid.
Second, it is assumed that the responses are themselves

valid. The survey was administered to groups with partici-



pation not necessarily on a voluntary basis. This method of
administering a survey has both good and bad pcints. When
the response to a survey 1s strictly voluntary, the risk 1is
run that the cnly responses will be from those indiv.duais
who Lave an "axe to grind". When participation 1is semi-
voluntary there should be a mixture of respondents who filled
out the survey to the best of their ability, those who ap-
proached the survey in a lackadaisical manner, and those who
put down sheer garbage to nget even" with the Alr Force. An
attempt, which will be described in Chapter I11, was made to
edit out those responses which were obviously invalid. It 1is
hoped that the editing, coupled with the large sample size,
has provided good data which is representative of the Alr
Force population with less than six years of service.

Finally, it 1s assumed that the modification of Hoppock's
job satisfaction blank did not affect its validity in mea-
suring Jjob satisfaction. The changes made were minor and
done only to adapt the blank to the military. Hoppock's mesa~-
sure has been in use for over forty years and has been valil
dated previously so this assumption should be sound (Manley,
et. al., 1976).

Limitations

The primary limitation in a survey is the survey 1tself.
Only the questions asked can be answered and only the answers
provided can be used to express an individual's feelings
about a subject.

Also, some individuals may have answered giving responses



which demonstrated what they would like to do, not what they
would do, given a certain set of circumstances.

In taking the survey, all respondents were guaranteed
anonymity. This negated any possibility of follow-up but
protably provided a hfgher quality of input when the fear

of reprisal 1s lessened.

Summary

Madia, Bartholomew, and Thompson all noted the drop 1n
job satisfaction for personnel with less than six years of
TAFMS. Since the group with less than slx years of service
is usually made up of those individuals who are completing
thelr initial commitment to the Air Force, 1t would seem to
be a good idea to determine those factors which are assoc-
jated with career intent and job satisfactlon.

By determining the factors which are associated with,
and presumably influence, career lntent and Jcb satlstac-
tion, it may be possible for Alir Force planners to adjust
certain policies so that greater numbers of individuals
decide to continue for a careec.

To iay the groundwork for this thesis, definitions of
job satisfaction and career intent have been given. Back~
ground material on the development of the Quality of Air
Porce Life survey have been discussed, and informatlion pro-
vided on the sample, the assumptions made, and the limitations

inherent in this effort.



II. Job Satisfaction and Career Intent

Introduction

This chapter will be a review of what several other
researchers have found to be of importance when writing on
job satisfaction and career intent. Findings of related
factors will be given, and, where possible, a comparison to
the QOAPL survey will be attempted.

The majority of researchers who have looked into the
length of time that an employee remains with a firm do so
with a very definite measure; either an employee is still
with a firm or he isn't. Thus, the works of the behavioral
sclence world talk in terms of turnover and Job tenure. The
QOAFL data, because of the guarantee of anonymity, speaks
in terms of career intent. For purposes of this study, 1t
{s assumed that the career intent question 1in the QOAFL sur-
vey will also measure future job tenure to a satisfactory
degree. This assumption will be explored later in %his cha-
ter.

When speaking of job satisfaction, the literature offers
a myriad of job satisfaction theories. Some of the theories
are Herzberg's Two PFactor Theory, Maslow's Hierarchy of Needs,
Vroom's Valence/Expectation approach, and many more. It 1is
the opinion of this author that job satisfacticn is a func-
tion of many variables. Some of the variables involve .he
skill of the worker and the skills required of the worker,
the environment of the job and the relationships with subor-

dinstes, peers, and superiors, the pay and promotions, and



many other factcrs. The definition of jJob satisfaction gilven
earlier ties directly into the variables mentioned. If a
person percelves that his soclal/work group meets his per-
sonal requiremen:s, that h!s abilitles are adequate to do
what he perceives as a good jcb, etc., then his Job satis-

faction should be good.

Pactors Associated with Job Satisfaction and Career Intent

Many of the factors that are probably assocliated with
a person's intention to remain with the Alr Fo.ce are not
measured in the QCAFL survey. These factors include the
conditions in the labor market, the general state of the
economy, how much the spouse supports the idea of an Air
Force career, etc.

Undoubtedly, many factors assoclated with job satis-
faction are not measured either. The factors not measured
will be a source of unexplained variance when Job satisfac-
tion and career intent are analysed. The conclusions of this
research effort will include comments on unexplained vari-
atlon.

Many of the research works on turnover or job tenure
also involve job satisfaction. The determinants of both
seem to be highly intercorrelated. Some of ithe more impor-
tant factors ar§ discussed here.

Pay and Promotions. FYorter and Steers, in a review ol
employee turnover, found that "a multiplicity of orgenizational,
work, and personal factors can be associated with the deci-

sion to withdraw" (Porter and Steers, 1973:167). Among the



factors reviewed were pay, promotions, organizational slze,
and immediate work factors.

In the area of pay and promotlons, the findings sugg-
ested that r.ot only were the size of pay ralses and rapidity
of promotions significantly related to turnover, but that
the expectations of pay raises and promotions were also
highiy related. The findings also showed that the level of
Jjob satisfactlon was significantly related to turnover. In
another study by Hulin, a Canadian firm was able to exper-
ience greatly reduced turnover and increased Job satisfa:tion
among it's employees by simply standardizing and advertising
1ts pay and promotions plan (Hulln, 1968:123).

In an article on ways to reduce turnover, Gordon offered
four factors as major causes of turnover. These factors are
selection (of personnel to be employed), supervision, job
structure, and compensation (Gordon, 1974:181). In the area
of compensation, two critical points were noted:

1. Pay must be equitable
2. Pay must be competitive

The articzle mentions that pay does not have to be ex-
actly the same across all firms employing a particular skill
(e.g., & Jet mechanic 1n SAC versus a jet mechanic working
for United Airlines) but that mitigating factors could make
the pay scales equally attractive. While Gordon feels that
a failr and competitive compensation program is the basic
element in reducing turnover, he cautions that selection,

job structure, and supervision cannot be neglected and the

10



whole of the retention program carried by compensatilon.

Questions 19, 21, 29, and 110 (Appendix A) all deal
with the compensatlion/pay program and promotions. The res-
ponses, by group, to these questions, are contalned 1n
Appendices B-F.

Wwhile the expectations of pay raises and promotions 1s
not directly addressed in the QOAFL survey, this author feels
that future surveys should address this question, given the
imposed "pay cap" of the last two federal pay ralses and the
proposed Defense Officer Promotion Management Act (DOPMA)
legislation as related tc promotions. In considering Gor-
don's caution against letting the compensation program carry
the brunt of the retentlon effort, a cursory review of the
new pay charts (Air Force Times, 11 Oct 76, p.3) squelched
this concern.

Work Environment. The immediats work environment also
has an affect on job tenure. Porter and Stee s cited sever-
a. studies which showed significant relationships between
turnover and supervisory st)le.

Employees who received recognition for their accom-
plishments and feedback from their supervisors were more apt
to participate and tecome involved with their jobs and the
related work environment. With reszpect to the mwnagers and
supervisors involved, it was found that supervisors with less
than five years sxper.ence had significantly higher turnover
among their subordinates (Porter and Steera, 1973:158-159).

Quesiions 78-83 of the QOAFL survey are directly related

11



to the immediate work environment in the areas of leadership
and supervision. Question 69 deals indirectly with the super-
visor; function.

Bilographical Variables. Waters, et. al., analysed employ-

ee estimates of future tenure (career intent), job satisfaction
and blographical variables and used these estimates to pre-
dict termination. The estimate of future tenure used 1in the
survey was quite similar to the career intent question Irom

the QOAFL survey.

The results showed that the intent to remain was nlghly
correlated with the satisfaction with work and promotions,
and with age, job grade, and company tenure (Waters, et. al.,
1976:59). The high correlations between the intent to remain
with a company and age, job grade, and company tenure seem
plausible at face value; the longer an employee 1is with a
firm the oclder he gets, the higher his jJob grade should be,
and, assuming that past performance 1s a predictoir of future
performance, the more likely the employcc will remain with
the firm. These results were partially borne out in Thomp-
son's assessment that career intent was uniformly quite high
for personnel in :the Air Fcrce with more than seven years of
service (Thompson, 1975:112).

Schuh, in his review of job tenure studies, also noted
a relationship between job tenure and biographical variables.
He cautioned, how.ver, that the biographical relationships
vary over time and from job to Jjob and between one group of

employees and the next (Schuh, 1967:145-146).

12



Expressed Job Inteat. Waters, et. al., also found that
expressions of intent to remain with a company and expressions
of intent to leave a company were outstanding predictors of
future tenure. 1In a survey of 152 clerical workers, of the
59 respondents who indlicated strong intentions of remalning
with the company indefinitely, U6 (78%) were still employed
two years later. Additionally, of the 21 who indicated they
would definitely leave the comapnany, 16 (76%) had left at
the end of two years (waters, et. al., 1976:60).

In another study, Air Force researchers also found ex-
pressions of intent to remain to be a good predictor of future
tenure. An analysis of first term airmen (N=54,803), conducted
between 1966 and 1971, showed that of the 2256 respondents
expressing sircng intent to reenlist, 13€9 (60."%) actually
did reenlis®. Of the 21,876 expreszing strong intentions of
separating, 20,251 (92.6%) did separate from thc service
(Alley and Gould, 1975:10).

The figures just cited were averages from a group of
enlisted personnel in the first four years of service. As
the personnel surveyed got closer to the reenlistment time,
the percentages of reenlistment or separation became larger.
Por those personnel in the fourth year of service, the ones
who definitely planned to reenlist did so 75.9% of the time
while those who planned to separate did so 95.9% of the time
(Alley and Gould, 1975:10).

In another Air Force study of expressed career intent,

this one concerning junior officers with less than seven

13



years of service, the plans to stay for a career or leave at
the earliest opportunity were excellent credictors of future
actions. A total of U006 rated and non-rated officers were
surveyed with a career intent question whilch 1s the same as
used in the QOAFL survey. Of the 1401 respondents who 1indi-
cated they would definitely make the Air Force a career, 1248
(89%) were still on active duty in 1971. Of the 395 respon-
dents who indicated they would definitely leave the service,
365 (93%) actually did so. These findings prompted the auth-
ors of the study to concluds that "the hypothesis that an
individual is fairly consistent in his expressed career lintent
and his actual career decision" was substantiated (Shenk and
Wilbourn, 1971:2).

Based on the three studiles just reviewed, 1t does appear
that expressed career 1ncént is a very good predictor of fu-
ture tenure. However, one must keep in mind, in the QOAFL
data, expressed career intent covers a pericd from a minimum
of fourteen year: to twenty years. (The amount of time needed
for all personnel with less than six years of service to reach
the twenty year retirement point.) Based on the knoﬁledge
that the short run predictor is good, one may hope that the
intent extrapolates over an Air Force career.

Expectations. In the results of a reseacch project con-

cerning United States Military Academy cadets, it was found
that realistic expectations as concerns the job were signif-
icant in reducing voluntary termination. A control group of
newly nomincted cadets were provided with a pamphlet outlin-
ing some of the unpleasantness and exertion required of an

14



1ndividual who accepts an appointment to a military academy.
The control group who recelved e pamphlet were hypothe-
sized to be more informed, and presumably more able to deal
with the fate that awaited them. The hypothesis that candid
information as to what to expect would lead to reduced vol-~
untary resignatioa was supported. It was interesting to note
that the same percentage of new cadets who were forewarned
and cadets without prior information reported for duty. To
this author, this indicates that infeormation about the real-
ities of a job do not diminish your desire to perform the jcb,
it merely lessens the chance of being disappointed and quit-
ting (Ilgen and Seely, 1974:452-456).

While the QOAFL survey did not contaln questions which
could measure the relationship of what was expected versus
what was experienced, this author feels that it 1s reasonable
to say that Alr Force advertising only accentuates the pos-
{tive side of Alr Porce life whi'e dounplayiné or ignoring
the negative side. This could possibly lead to young people
entering the Air Force with "pie in the sky" notions only to
be gravely disappointed.

If unfulfilled expectations do play a role in retention,
this might well be a factor in the declining career intent
and job satisfaction of the less than six year group. As one
progresses in the Air Force, he finds that things are not
what the recruiter, etc., promised, the expectations are not
met, and a drop in satisfaction and incent resulte.

Testing Relationships .
Vroom advanced the thought that the more aatisfied a
15



worker the less likely the worker wilil) leave a job (Vroom,
1964:175). Brayfield and Crockett 1ound that hlgher job
satisfaction lowered the turnover rate and decreased absen-
teeism (Brayfield and Crockett, 1955:409).

To test the contention that satisfied workers are more
likely to stay with an emplioyer, Vroom suggested the two
methods listed:

1. By determiaing if the same conditlons
are assocliated with .measures of turnover
as are assoclated wit measures of sat-
isfaction.

2. By determining 1f measures of satisfaction
are related to measures of turnover.
(Vroom, 1964:175-178)

Vroom suggests the method of relating the measures of

satisfaction and turnover to be more meaningful and appro-

priate.

Summary

This chapter has outlined several factors which are
usually related to job satisfaction and job tenure. Definite
relationships hetween job satisfaction and the intent to
remain with an employer have been established by other re-
searchers. Some of the more meaningful measures have been
those concerning pay and promotions, thc affect of leadership

and the supervisory influence, and certain biographical items.
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III. Methodology

The purpose of this chapter is to explaln the analytic
methods by which job satisfactlion and career intent aré to
be analysed. Four different methods wlll be used. First,
correlation studies will be made to select the questions to
be used further in the analysis and to study the correlations
themselves. Second, regression will be done with job satis-
faction and career intent as dependent varlables. Using the
variables most highly correlated with job satisfaction and
career intent, regression should provide insights into the
components of jJob satisfaction and career intent, as well
as the relative contribution of each of the components.
Third, the Automatic Interaction Detection (AID) algorithm
wi'l be run using both job satisfaction and career intent
as <he dependent variable. The independent variables will
agé .n be those guestions most highly correlated with Job
sat .sfaction and career intent. The AID output should pro-
vide visual displays of how those groups with high job sat-
isfaction or career intent view various aspects of Alr Force
1ife and how groups with low satisfaction or intent view
those same aspects. Last, canonical correlation will be
performed using job satisfaction and career intent as the
dependent set of questions. Once again, the same highly
correlated questions mentioned earlier will be the indepen-
dent set of questions. Hopefully, canonical correlation will
reveal the amount of shared variance between job satisfaction
and career intent and the relative importance c.’ each of the
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predictor questions in determining the shared varlance.

Quality Control

Before any analysis was performed, a manual review of
10% (418) of the inputs was made. This review was made to
determine if any visible trends were apparent. The follow-
ing areas were checked:

1. Any discernible pattern of responses,
e.g., All A responses, all B responses,
etc.

2. Large amount of missing data

3. Any pattern of responses which did
not appear proper (a purely subjective
criterion).

Fewer than 2% of the input data could be rejected using
the above criterla. Based on this, the input data were
accepted as valld to the extent that no gross inconslstencles
or patterns were apparent.

Another quality control check was accomplished to lnsure
that responses were grouped correctly. The 4218 responses
which make up the sample of the less then six year group
can be thought of as several subsets. First, all are mili-
tary in the firs: term of duty. Second, there exlsts two
distinct groups; officer and enlisted. In the officer group
the sample can be further broken down into a rated component
and a non-rated component. To be eligible for classification
into any of the subsets just mentioned, the following edit
rule must be satisfied: The grade question and the aero-

nautical rating question (questions 3 and 17, Appendix A)
must be compatible. Example: To be considered in the
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enllsted subset, the gr.de question must have a response
indicating an enlisted grade (responses H through P) and an
aeronautical rating response indicating enlisted status
(response A). Similar edits were applied to the officer
group and the breakdown into rated and non-rated status.
Applying these edit rules reduced the sample size to
3930 (93.17% usable) from the original 4218. The composition

of the sample 1s as follows:

Enlisted 2701
Officer 1229
3930
with the officer population broken down as indicated:
Rated Officer 516
Pilots 337
Navigators 117
Flight Surgeons 62
Non-Rated Officer 713
1229

Groupings for Analysis

All analysis performed will be done on each of the five

groupings:
Group 1 - all personnel
Group 2 - all officer personnel
Group 3 - all rated officer personnel
Group 4 - all non-rated officer personnel
Group 5 - all enlisted personnel

The Analysis Plan
The First Look. Eefore using any relationship explaining
techniques, a preview of the data vas obtained using the

Statistical Package for the Social Scilences (SP3S) FREQUENCIES
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software routine (Nie, et. al., 1975:194-201). The routine
provides mean, medlan, mode, range, standard deviation and
variance, standard error, skewness and kurtosis, the sum of
all responses, and the number of responses per category. The
results of these statistics were used to determine the dis-
tribution of the responses and to check for any significant
deviations in responses from one group to another.

Selected questions and responses, broken down. into the
five groups, are contained in Appendices B-F.

Correlation Analysis. As stated, one of the objectlves

of this effort is to determine which variables are "assoc-
jated with, and presumably influence, job satisfaction and
career intent." Remembering that, the following definition
of correlation 1s provided:

Correlation - a measure of the degree of
association among variables (Balsley, 1670:170).

The type of correlation used in this research 1s the
Pearson Product Moment (zero order) correlation. The corre-
will be symbolized by the letter r.

The value of r varies between -1 and +1. A value of
-1 indicates perfect negative correlation and a value of +1
indicates perfect positive correlation. A value of zero
indicates no correlation. If there is perfect correlation,
this means that, knowing the value of one of the variables,
one may predict the value of the other variable with 100%
confidense. If the correlation 1s positive, 1t means that
both variables move in the same direction, i.e., both get

samller or larger, and vice versa for negative correlation.
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It was mentioned that presumably one variable influences
another. When using coirelation one cannot be sure whether
A causes B or B causes A or whether another factor, C, causes
both A and B. Correlation can show that one variable 1is
highly related to another but cannot show causality.

Regression. Stepwise regression was selected as the
regression method to be used for this research. Stepwise
regression 1s basically a forward selectlon process with
hindsight thrown in. The process begins by selecting the
independent variable that 1s most highly correlated with the
dependent variable. Next, the partial correlations of all
remaining variables are examined, and the independent var-
iable with the highest partial correlation is entered into
the regression equation. The regrassion equation 1s then
examined, through the use of an "F" test, to determine 1if
all the variables incorported into the equation arc still
significant. If one or more variables are no longer sig-
nificant, they are removed from the equation. The "looking
back" procedure is what separates stepwise regression from
the forward selection procedure (Draper and Smith, 1966:171-
172).

The procedure of selecting a new independent variable,
entering that independent variable into the regression equa-
tion, and then reexamining the regression equation for sig-
nificance, is continued until some predetermined criterion
is met. The criterion may be a predetermined number of in-

dependent variables, or a given "P" value. In this research
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a predetermined F value of 3,84 (significance at the .05
level) will be used to terminate the stepwlse regression.
In the event stepwise regression selects more than five var-
jables to be included in the regression equation, a zuideline
will be developed to limit the number of variables. One
possible guildeline would be one based on the marginal increase
in R? for the addition of another variable.

The use of regression analysis requires that some assump-
tions be made. These assumptions are:

1. The error terms are independent

2. The error tsrms are distributed normally
with mean O and variance o?.

(error terms, or residuale, are deflined
as the difference between the observed
dependent variable and the predlcted
dependent variable)

(Draper and Smith, 1966:8%)

The above assumptions will be checked for all regressions.
The Von Neumann Ratio test will be used to check the indepen-
dence assumption and calculation of the mean, variance, kur-
tosis and skewness of the residuais to check the distribution
assumption (Theil, 1971:186-187).

While the prediction of job satisfaction and career
intent is not of great importance in this thesis, the selec-
tion of the variables to predict job satisfaction and career
intent, the importance of these variables with relation to
each other, and the amount of variation explained by using

these variables, is of importance.

It 1s possible to determine how importa..t one variable
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is, in relation to another variable, by the use of beta welghts.
This is especlially important when one 1s explaining a depen-
dent variable in terms of cther variables which may nct use

the same units of measurement. Beta welghts may be standar-
dized and compared to each other through the use of the follow-
ing formule:

B =B, _ "x (1)

where ny is the beta welight, Byx 1s the regression coefficlent,
and S, and Sy are the standard deviations of X and Y (Nie, et.
al., 1975:325).

The amount of variation explained in a regression quation
i1s given by the square of the myltiple correlation coefficient,
R?. The square of the multiple correlation coefficlent is
defined as follows:

variation in Y explained by the combined
R? = linear influence of the independent varilables (,,

total variation in ¥
If R?® i1s high, presumably the variation in the dependent
variable has been explained satisfactorily; 1if R? 4s low, either
the variation has not been explained satisfactorily or there
are outside factors which are not addressed by the indepen-
dent variables.

Automatic Interaction Detection Algorithm. The AID algo-

r.ihkm was selected for use in this research for the following
reasons:

1. AID requires no stringent assumptlons
(Scoville, 1976:29)

2. Output from AID presenta a pleasing
and easily understood structure
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3. AID answers the gquestlon as to which
variables are associated with job sat-
isfaction and career 1intent

AID is a relatively new tool in multivarilate analysls.
However, the procedure used in AID 1s that of Analysis of
Variance (ANOVA), which 1s a widely used technique for ex-
plaining variation.

Scoville, writing on Herzberg's Two Factor Theory,
offered one of the better short explanations of how AID works:

In this procedure, the varlation of one
specified variable, the criterlon, 1is
"explalned" 1n terms of other variables,
the predictors. "Explanation" is accom-
plished through a sequence of two way
splits. In each case, the split is done
on that predictor that maximizes the
between sum of squares (B3SS) in terms

of the criterion variables where BSS

is equal to the sum of all squared diff-
erences between each subgroup average and
the overall average. Since the within
group sum of squares (WSS) for the
criterion, i.e., sum of squared differen-
ces from the mean for the criterion
scores remains constant and R? equals
BSS divided by WSS, this process also
maximizes R2. For each split in this
process, a cumulative level of sig-
nificance is calculated using an "F"
test. In this manner, the varilation

of the criterion is explalned by those
predictors that are statistically
significant (Scoville, 1976:28).

In AID, certain input parameters are specifled. The
primary input parameters are the percentage of the original
total sum of squares that must be contained in a group 1if
that group is to be a candidate for splitting, the amount of
unexplained aum of squares that & given group must contain,
and the minimum number of observations in a subgroup. Figure

1 shows the basics of the logie of the AID algorithm.
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LCGIC OF ~ID ALGCRITHM

1| Select subgroup with larges: total sum of squares

a. Check limits on minimum allowable
group size.

b. Check limits cn minimum TSS In groug.

2 No JE

‘ Purther splitting possible?

3 | Perform one-way ANOVA for each possible split of
each predictor

a. Order categories per mean response 1/
they are not monotonic

b. Perform (k-1} one-way ANOVA calcula-
tions for predictor with "k" cate-
gories.

¢c. Save best split on each predictor
P p

_ 3

ul Select best split on best predictor and attempt
split

a. If resulting groups toc small, abort
split

b. If resulting groups large enough, split
parent into two new sudgroups

——

5 | Print summary of splits and plot AID-Tree.

Pigure 1. AID Algorithm
(Gooch, 19T72:64)
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Canonical Correlation. Each of the procedures just ex-

plained (zeroc order correlation, regression, and . ID), uses

one varlable as a dependent variable and attempts to eaplain

that variable in terms of a set of one or more independent

variables. Canonical correlation takes a set of dependent

variables and a set of independent variables and attempts to

explain the relationships between the two sets of varlables.
The following is quoted from SPSS:

Canonical correlation takes as its basic
input two sets of varlables, each of which
can be given theoretical meaning as a set.
The basic strategy of canonical correlation
analysis is to derive a linear comblnation
from 2ach of the sets of varlables 1in such
a way that the correlation between the two
linear combinations is maximized. Many such
pairs of linear combinations may be derived.
These canonical variates, as they are known,
are essentially equivalent to the principal
components produced by principal-component
analysis, with the exception that the cri-
terion for their selection has been altered.
wWhereas both techniques produce linear com-
binations of the original variables, canonical
correlation does so not with the object of
accounting for as much variancz as possible
within one set of variables, but with the
aim of accounting for a maximum of the re-
lationship between two sets of variables
(Nie, et. al., 1975:517).

Tha first pair of canonicel variates 1s determined such
that it accounts for the maximum amount of relationship be-
tween the two sets of variables. The second pair of canon-
ical variates is then selected to account for the maximum
amount of relationship not accounted for by the first set,
and so forth (Mie, et. al., 1975:517).

Canonical correlation results in two types of information;

the c&nonic;l variates and the canonical correlation between
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the variates. These variates are composed of coefficlents
which indicate the relative importance of each of the original
variables. The amount of correlation between the correspon-
ding palirs of canonical variates 1s the canonical correlation.
The square of the canonical correlation, or eigenvalue, shows
the amount of variance in one canonical variates which 1is
accounted for by the other variate (Nle, et. al., 1975:517).
Other calculations which are meaningful are the loadlngs
of the cancnical variates. The loadings are found by the matrix
multiplication of the transpose ~f the vector of canonical
variates times the zero order correlation matrix of the appro-
priate set of variables. Examinatlion of the loadings should
provide insight into the importance of each variable being
analysed and will reduce the problems of multicollinearity
in either of the varilables.

Hardware and Software. The Control Data Corporation

model 6600 computer will be the exclusive hardware used in
this analysis.

Software used will be version 6.5 of SPSS, OMNITAB, and
the University of Texas version of AID as adapted from the
Air Force Human Resources Lab.

SPSS routines used will be:

1. FREQUENCIES
2. PEARSON CORR

3. REGRESSION
4, CANCORR

§. BREAKDOWN

6. CROSSTABS

Selection of Variables. Selection or variabies to be

used in the analysis wili be accomplished by simple correlation
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of the career intent guestion and the job satisfaction scores
with the questions in the QOAFL survey. However, because the
wording and responses of some questions are not readily amen-
able to statistical analysis, certain transformations or
reordering of responses will be made. A 1ist of questions to
be transformed is as follows

1. Career Intent - Question 11l
Ordering of responses wlll bte r~eversed.

2. Job Challenge - Question 62
Question will be split into two separate
questions. Question 62A will be worded
"I do (do not) want a challenging job."
Questions 62B will add responses F-J to
the appropriate responses A-E.

3. Job Satisfaction - Questions 65 and 68
Ordering cf responses will be reversed.

4, Leadership Quality - Question 79
Ordering ~f responses A-E »1l1ll1 be reversed.
Resporse F (no opinion) will be treated
as missing data.

5. Supervisor Influence - Question 80
Same as question T79.

6. Discipline - Question 83
Response F (no opinion) will be treated
as missing data.

7. Job Satisfaction - Designated as Question 151
Questions 65 through 68 will be summed to
provide a job-satisfactien.score:. = The Job
satisfaction score will be treated in all
analysis as question number 151,

The intent of the reorderings and manipulations 1s to
present all questions with responses ranging from low sat-
isfaction, discontent, etc., to high satisfaction, very
content, etc. Further transformations will be made from
alphabetic responses to numeric responses. The transforma-

jons are of the form Asl, B=2, C=3, ...
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In considering questions for inclusion in the analysis
those rcases which have one or more responses to the survey
missing will be deleted from further analysis. Example: A
perscn answering the survey Indicates "no opinion" as the
response to question 79. The response "no opinlon" 1s to
be treated as missing data and that entlre survey response
will be deleted from consideration. Additionally, a case
will be deleted from the analysis if one question 1s not
answered or i1f the optical scanning equipment faills to read
the answer,

This procedure, when using SPSS, 1~ termed "Listwise
Deletion" (Nie, et. al. 1975:283). The number of valid res-
ponses may be reduced considerably but the accuracy of the
rgmaining responses 1s considered to be worth the reduction.

The following guidelines will be used in the variable

selection:

1. Question responses must be c:rdinal

2. No two guestions may appear to measure
the same thing

3. All QOAFL indicators (Free Time satisfaction,
Personal Standing satisfaction, etc) are
to de initially included in the analysie.

4. Correlations must make sense.

5. Correlations of questions selected for
further analysis nmust be relstively
higher than questions not selected,
given that l-4 above are satisfled.

Summary

This chapter has ocutlined the essence of the analytic
procedures to be used and has provided a brief description
of each procedure. Simple correlation, the Automatic Interac-
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tion Detection (AID) algorithm, stepwise regressicr, and can-
onical correlation will be used to ldentify those factors
associated with job satisfact.on and career intent. A short
set of guldelines to be used in selecting questions for

further analysis was also presented,.
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IV. Analysis Results

Questions Selected for Analysis

The questions shown in Table I have been selected for
further analysis because of thelir high correlations with Jjob
satiafaction and/or career intent. These questlions conform

to the guidelines established in Chapter III.

Table 1I.
Questions Selected for Further Analysis
Question No. Subject
19 Economic Standard Satisfactlon
21 Economic Security Satisfaction
37 Free Time Satisfaction
61 Work. Satisfaction
62 Job Challenge
63 Future Responsibility
64 Greater Responsibility
78 Leadership/Supervision Satisfaction
79 Leadership Quality
8o Supervisor Influence
81 Job PFreedom
82 Supervisor Recognition
83 Discipline
110 Equity Satisfaction
123 Personal Growth Satisfaction
131 Personal Standing Satisfaction
150 Health Satisfaction
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Question 624 (I do (do not) want a challenging Job) wes
found not to be significant and was deleted from further anal-
ysis. Question 62B was found to be significant and will be
retained. Question 62B will be referred to as question 62

(Job Challenge).

Correlation Analysis

The correlation matrices for the 17 questions selected
for analysis and the dependent questions of job satisfaction
and career intent are shown in Tables II-VI.

The correlation of Jjob satisfaction (question 151) and
career intent (question 11) was high for all groups. The
rated officer group correlation was the highest at . 498 and
the enlisted group the lowest at .357. Considering the other
research cited previously, this result 1s not surprising.

The Work QOAFLI (question 61) showed high correlations
with both job satisfac.lon and career 1ntent. The work re-
lated questions (62-64) and the Personal Growth QOAFLI (ques-
tion 123) and the Personal Standing QOAFLI (question 131)
also showed high correlation with job satisfaction and career
intent. The leadership and supervision gquestions (78-83)
were next but the pay questions (Economic Standard and Sec-
urity, questions 19 and 21) were relatively low in their
correlations. The non-rated officer group had a very pro-
nounced feeling for the quality of leadership (question 79).
The correlation with career intent was .U421 versus .255 for
the rated officer group and .302 for the enlisted group.

The correlation of quality of leadership wilth job satis-
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faction also exhibited similar tendencles. The Personal
Crowth QOAFLI was also more highly correlated with Job sat-
isfaction and career intent for non-rated officers than for
rated officers and enlisted personnel.

The Health QOAFLI (question 150) showed a surprising
relationship with the enlisted group career intent. The
correlation was .151 while the officer, rated officer, and
non-rated officer groups did not show a correlatinn whicu
was significantly different from zero.

Conclusions. The most important factors in Job satis-
faction and career intent are Work satisfaction and work
related items. Next are the personal perceptions of being
able to use one's abllities (Personal Growth) and the feeling
of being treated with respect (Personal Standing). Low in
correlation were those factors concerning economic security
and economic satisfaction.

Inspection of the Work QOAFLI led this author to belleve
Work satisfaction and job satisfactlon were essentially mea-
suring the same thing. The definition of work satisfaction,
given in Chapter I and Appendix A, even includes the term
"job satisfaction”. With a correlation of .72 between job
satisfaction and Work satisfaction, it does appear that the
tw> measures are almost synonymous. For this reason, it
was felt that by deleting Work satisfaction from further
analyses the opportunity would be provided to unmask other
components of job satisfaction and career intent. This con-
clusion 1s in direct conflict with Thompson's assessment.

Thompson's work produced almost exactly the same results,
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including the same correlation coefficlent of .72 between
Job satisfaction and Work satisfaction. His reasoning for
not deleting Work satisfactlon was that it was measuring
something only slightly different from Job satisfaction

(Thompson, 1975:46-51).

AID Analysis

In addition to the questions selected with correlaticn,
the following questions were considered in the AID analysis:

Questicn No. Subject

3 Gradzs
5 Years of Service
17 Aeronautical Rating

The above questior s did not have significant zero order
correlations with elther job satlsfaction or career intent,
but are necessary in the use of the AID prograg. These
variables provided the means to determine the less than six
year group from the overall sample and to break up the less
than six year group into the subsets of rated officer, non-
rated officer, etc.

Job Satisfaction. Figures 2-6 depict the AID analyses
of job satisfaction. Initial splits in the AID analyses cf
job satisfaction showed job challenge as the primary variable
in accounting for variation. The R? at the initial split
varied between .371 and .427, indicating approximately 40%
of the variance in job satisfaction was erplained by job
challenge. The high job satisfaction groups contained job
challenge responses of "somewhat challenging", "challenging”,
and "very challenging”, or the latter two responses.
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Further splits in AID showed helng prepared to assume
future positions of greater responsibility was a primary
factor in explaininz job satisfaction. The desire %o hold
a position of greater responsibility and Personal Growth
satisfaction were primarily associated with third level
splits in the high job satisfaction groups. The selection
of the question concerning the desire for a job with greater
responsibllity was quite surprising, considering 1ts low
correlation with Job satlisfaction.

The rated and non-rated officer groups both exhibited
third level splits on leadership quality. The lowest job
satisfaction groups also considered Air Force leadership to
be "poor" or "below average".

Conclusions. The major factors of job satisfaction‘
are the perceptions of Job challenge and being prepared to
assume positions of future responsibility. These findings
match Thompson's findings when he analysed the sampe covering
the entire Alr Force (Thompson, 1975:53-54). Lesser factors
of job satisfaction were found to be a perception of Per-
sonal Growth, the desire for a job with greater responsibility,
and, for the low satisfaction groups, the feeling that Air
Force leadership was poor or below average. The AID trees
for the total sample were symmetric; those factors which
influenced the low satisfaction groups also influenced the
high satisfaction groups. When the total sample was broken
down irnto its component groups (Officer, rated and non-rated

~fficer and enlisted) the AIﬂ trees became assymetric.
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In the component groups, job challenge and a feeling
of being prepared for future positions of greater respon-
sibillity were still major factors. However, Personal Growth
became a factor in high job satisfaction groups and the
quality of leadership (or lack thereof) became a factor in
low satisfactlion groups.

Career Intent. Filgures 7-11 show the AID analyses of

career intent. Initial splits showed job satisfaction to be
the primary factor for 21l groups except nen-rated officers.
However, whereas filrst stage splits 1in the Jjob satisfaction
analyses accounted for approximately 40% of the variance, the
first stage splits in the career intent analysis accounted
for only approximately 11% of variance. That the groups with
high job satisfaction also had high career intent 1s intul-
tively appealing; people would seem to want to stay with a
job when they're satisfied and would want to leave a job

when they were unsatisfied.

Further splits in AID showed that Personal Growth
satisfaction and the quality of leadership were factors in
career intent. The position of splits in the groups were
not consistent in that leadership quality was a fector in
both high career intent and low career intent groups. The
same held true for Personal, Growth.

Years service was a factor in career intent for every
group except rated officers. This author hypothesizes a
rather simple explanation for this phenomenon: Rated
officers, because of mandatory service requirements following

flying training, are not permitted to exit the service until
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approximately the six year point. Non-rated officers and
enlisted personnel are usually afforded the opportunity to
separate at the four year point. Those dissatisfied non-
rated officers and enlisted personnel simply exited the
service and left behind only those satisfled compatriots
who have high career intentions.

All AID trees tended to have assymetric structures
after the first split. Those factors which were associated
with a split on high career intent groups were not repeated
for the low career intent groups.

The portion of varlance accounted for by AID was low,
being approximately 25% of the total. This low R? is pre-
sumably due to the factors being analysed; the factors simply
do not account for all the things a person considers when
contemplating an Air Force career.

As mentioned earlier, factors such as the local labor
market, general economic condition of the count:sy, spouse
and parental approval, etc., all enter into the career de-
cision. Other factors not mentioned previously are source
and type of commission (ROTC or Academy, Regular or Reserve),
how much in demand a person's job skill is in the civilian
community, how a person feels about moving every four years,
etc.

Conclusions. AID has given some insight into the ques-
tion of career intent. However, much has been left unresol-
ved. The primary factors, of those avallable for study,
indicate that job satisfaction is of primary importance in
influencing career intent. Leadership quality and Personal
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Growth also play a definite part 1n the decision for a career.
In relating Job satisfaction and career intent, Perscnal
Growth and the quality of leadershlip appeared numerous times
in each analysls. These two questions appear to be a common
factor between job satisfaction and career intent, at least
as far as AID 1s concerned. Certainly, the definition of
Personal Growth given in the Q0AFL survey, "to be able to
develop my individual capacitles; education/training; making
full use of my abilities; the chance to further my potential"
would be desirous in any job, probably promoting satisfacticr
where it 1s found and lessening satisfaction where 1t is not
found. The quality of leadership, in thils author's opinion,
was probably answered as applicable to the local leaders;
squadron commander, branch chief, etc., and not directed at
higher level leaders such as MAJCOM commanders, Chilef cf
Staff, etc. The local leaders/supervisors probably determine
a number of influences on the job; how much job challenge
there is, feedback, whether you can do the job correctly but
do it 1in your own way without a lot of interference, and
many other things. The local leader/supervisor can motivate
and encourage his subordinates in their jobs and possibly
increase their perceptions of being satisfied. Unfortunately,

the opposite 1s also true.

Regression
This section will present the results of the stepwise

regression of job satisfaction and career intent. Using

the variasbles identified by correlation (less the Work
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QOAFLI) and either job satisfaction or career intent as the
dependent variable, the regression routline selects those
questions which will hopefully maximize the amount of ex-
plained variance in the dependent variatle.

Regression is being done not to predict job satisfaction
or career intent, but merely to see the relationships between
the explanatory and depencdent varlables. The rumber of vari-
ables to be included in each regression equation will be
determined by the folluwing rule: All variables entered must
be significant at least at the .05 level. The addition of
one more variable to the regression equation must increase
the amount of explained variance (R?) by more than 1.5% of
the total variance. If the next variable to be included does
not explain at least 1.5% of the variance, then the regression
i{s terminated. It is felt that this stopping rule will ex-
plain the majority of the variance in terms of the most impor-
tant factors and that the addition of further variables in
the regression equation would not be of any great help in
understanding either job satisfaction or career intent.

Tables VII-XVI show the results of the job satisafaction
and career intent regression for each of the five groups.

The question number and a short subject identifier are given,
the beta weights (standardized regression coefficients), the
R? for each varisble entered into the regression equation

as well as the marginal increase in R* for each variable
entered into the equation are shown. The F Value and signif-

icance of each variable, including the constant term, are
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also shown. A condensed correlation matrix, extracted from
the appropriate polnts in Tables II-VI, have been provided
for continulty purposes. inally, the job satlsfaction or
career intent regression is provided, using the regression
coefficlents.

Job Satisfaction. The regressions for job satisfaction

were composed of elther three or four variables 1in each 1in-
stance. The variable of job challenge appeared in every
regression equation without exception. This was to be expec-
ted since the stepwlse regression routine selects the first
incdependent variable tc be included in the regression equation
as that independent variable with the highect correlation

with the dependent variable.

Two other variables were common to the regression equa-
tions; Persoral Growth satisfaction and the perception of
being prepared t~ assume future positions of responsibility.
The non-rated officer group regression did not contain a
variable for the perception of being prepared to assume
future positions of responsibility while the other four groups
did. The ealisted regression equation did not contain a
variable for Personal Growth satisfaction wherzas all the
other groups did.

Only the rated officer group required a fourth variable
to explain jJob satisfaction while 211 other job satisfaction
regression equations required three variables. The fourth
variable for the rated officers was that of supervisor recog-
nition and was selected last, indicating that it was of rela-

tively lower explanatory power than those variables selected
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previously.

An examination of the beta weights revealed that the
Jjob challenge question was usually twice as important as
any other question used to determine job satisfaction. The
second variable entered into the equation was usually only
slightly more important than the succeeding variables in
determining job satisfaction.

The correlation matrices presented for Job satlsfaction
showed fairly high intercorrelations for all varlables in
the regression equation. This interplay of the varlables
suggests that the job satisfaction factors are all interacting
with each other and seem to move together when determining
Job satisfaction.

Conclusions. Job satisfaction for the less than six
year group can usually be explained invterms of three variables.
The variables are job challenge, Personal Growth satisfaction,
and the perceﬁtion of being prepared to assume future positions
of responsibility.

When Thompson performed a similar regression on the
entire population, it was found that Job satisfaction was
also a function of three variables. The variables were Job
challenge, the perception of being prepared to assume future
positions of responsibility, and Jjob freedom (Thompson, 1975:
100-101).

The job challenge and future responsibility variables
were common to the job satisfaction regressions in this

research and that of Thompson. However, job freedom wag a
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factor in only the enlisted regression for the less than six
year group. Personal Growth satlsfaction, the variable whilch
seemed to "replace" job freedom, was never mentioned 1in the
regression of the total sample.

One possible explanation for this is the relative posit-
ion of the less than six year group in the work situation.
The younger personnel do not have enocugh rank or time to be
the "boss" and so0 are usually 1in the position of being the
"doers" and "workers". While these people probably do value
their freedom in doing their job, being the junior folks,
they expect to be told what to do, and, in a lot of 1instan-
ces, how to do it. While the lack of job freedom may be an
irritant to many, at this early stage in thelr career 1t
probably does not materially alrect tneir Job satisfaction.

Career Intent. The regressions for career 1lntent were

composed of three to five variables. In two of the five
groups (Officer and Rated Officer) the constant term of the
regression was not significant and is not shown.

Personal Growth satisfaction and disclpline were common
variables in all five regression equations. Leadership
quality was a factor in four of the five regressions, the
rated officer regression being the lone exception. Personal
Growth satisfaction andvleadership quality were selected as
the first or second variable to enter the regression for almost
every group. The review of beta weights showed that the first
variable selected, whether it was Personal Growth satlisfaction

or leadership quality, was only slightly more important than
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the second variable selected.

The correlation matrices presented did not show the
same high intercorrelations as did the job satisfaction
correlations. In fact, some of the intercorrelations were
not statistically different from zero. This might lead one
to believe that the variable involved with career intent are
seemingly 1ndependent of each other.

The final R2 for each of the career intent regressions

was comparable to that produced by AID, and averaged around
22%.

Conclusions. Regression has identifled three variables
which are common to almost all groups analysed. These var-
iables are Personal Growth satisfaction, the quality of lead-
ership, and discipline.

Other variables selected in the regressions were the
perceptions of being prepared for positions of future respon-
sibility, a desire for a jJob with greater responsibility,
and supervisor influence. These variables were selected in
only one or two of the regressions and cannot be considered
as common factors in the career intent decision.

In relating job satisfaction and career intent regress-
ions, Personal Growth satisfaction was shown once again to
be a common factor. AID analysis showed that Personal Growth
satisfaction and the quality of leadership were the common
factors between job satisfaction and career intent. A review
of the correlation matrices presented in Tables II-VI shows

that Personal Growth satisfaction is not as highly correl-

68



ated with job satisfaction as the work related variables.
Wwhen viewing the correlation of Personal Growth satisfactlon
with career intent, it was found that the correlations are
usually as high, or higher, than the work related variables.

Examination of Regression Residuals. The regression

residuals were examined to determine if the assumptlons of
independence and distribution held. The Von Neumann Ratio
test for independence of erroar terms was confirmed at a silg-
nificance level of .0l for all regresslons. The distribution
of ~rror terms confirmed the mean of wero and variance a?.
The error terms were very slightly skewed vo the left and
somewhat flatter than normal. Owing to the large number of
cases in the data base and the known robustness of regression

with respect to distribution of error terms, the regression

assumptions are considered satisfied.

Canonical Correlation

The results of the canonical correlation analyses are
presented in Tadles XVII-XXI. The first eigenvalue computed,
which represents the amount of shared varlance between
corresponding canonical variates, and it's square root, the
canonical correlation, are shown. The loadings, which are
the correlations between the original variables in the
dependent and independent set and the respective canonical
variates, are given, along with the question number, a short
subject identifier, and a significance level. The second
dimension of the canonical correlation was deemed unimportant

and will not be explained here. Appendix G gives the canonical
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Table XVII.
Canonical Analysis of Job Satilsfaction
and Career Intent.
(Total Population)

Eigenvalue = .6U47
Canonical Corre'ation = .804
x? = 4303.7, d.f. = 32
Significance = .0000

Question Canonilcal
Number Subject Loading
11 Career Intent .314
151 Job Satisfaction .994
19 Economic Security Satisfacticn .314
21 Economic Standard Satisfaztioa .302
37 Free Time Satisfaction .309
62 Job Challenge .908
63 Future Responsibility .795
64 Greater Responsibility -.0481
78 Leadership/Supervision Sat .506
79 Leadership Quality a2l
80 Supervisor Influence .354
81 Job Preedom LY
82 Supervisor Recognition .391
83 Discipline -.141
110 Equity Satisfaction . 399
123 Personal Growth Satisfaction .585
131 Personal Standing Satisfaction 522
150 Health Satisfaction 246
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Table XVIII,
Canonical Analysis of Job Satisfaction
and Career Intent.
(Officers)

Eigenvalue = €48
Canonical C:orrelation = .805
x? = 1397.3, d.f. = 32

Siznificance = .0000

Question Canonical
Number Subject Loadings
11 Career Irtent .529
151 Job Satisfaction .995
19 Fconomic Standard Satisfaction .153
2% Eccnomic Security Satisfaction .273
37 lrez Time Satisfaction .182
62 Job Challenge .903
63 Future Responsibility .746
b4 Greater Responsibility .090
78 Leadership/Supervision Sat .556
79 Leadership Quality 467
ac Supervisor Influence .327
81 Job Freedom .u48
82 Supervisor Recognition . 375
83 Discipline -.007
110 Equity Satisfaction .351
123 Personal Growth Satisfaction .715
131 Personal S4¢nding Satisraction .496
150 Health Satisfaction .186
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Table XIX.
Canonical Analysis of Job Satisfaction
and Career Intent.
(Rated Officers)

Eigenvalue = .666
Canonical Correlation = .816

x? = 576.0, d.f. = 32

Question Canonilcal
Number Subject Loadings
.11 Career Intent .5lg
151 Job Satisfaction .999
19 Economic Standard Satisfaction .124
21 Economic Secuirty Satisfaction .266
37 Free Time Satisfaction .297
62 Job Challenge .879
63 Future Responsibility 173
64 Greater Responsibility .135
78 Leadership/Supervision Sat .517
79 Leadership Quality .408
80 Supervisor Influence .288
Bl Job Freedom .443
82 Supervisor Recognition .43s8
83 Discipline -.046
110 Equity Satisfaction .433
123 Personal Growth Satisfaction .666
151 Personal Standing Satisfaction .567
150 Health Satisfaction .145
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Table XX.

Canonical Analysis of Job Satisfaction

and Career Intent
(Non-Rated Officers)

Eilgenvalue = .645
Canonical Correlation = .803
x? = 860.0, d.f. = 32

Signifilcance = .0000

Question Canonical
Number Subject Loading
11 Career Intent 527
151 Job Satisfaction .990
19 Economic Standard Satisfaction .157
21 Economic Security Satisfaction  .299
37 Free Time Satisfactilon L1147
62 Job Challenge .897
63 Future Responsibilicy .728
64 Greater Responsiblity .057
78 Leadership/Supervision Sat .576
79 Leadership Quality .508
80 Supervisor Influence .338
81 Job Freedom . 465
82 Supervisor Recogniiion .34
83 Discipline -.014
110 Equity Satisfaction .31
123 Perscnal Growth Satisfaction . 757
131 Personal Standing Satisfaction 470
150 Health Satiafaction .219
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Table XXI.
Canonical Analysls of Job Satisfaction
and Career Intent.
(Enlisted)

Elgenvalue = ,639
Canonical Correlation = .799
x? = 2862.9, d.f. = 32

Slgnificance = .0000

Question Canonical
Number Subject Loadings
i1 Career Intent .453
151 Job Satisfaction .995
19 Economic Standard Satisfaction .296
21 Economic Security Satilsfaction .323
37 Free Time Satisfaction .351
62 Job Challenge .898
63 Future Responsibility .795
64 Greater Responsibility -.178
78 Leadership/Supervision Cat .u69
79 Leadership Quality .364
80 Supervisor Influence .333
81 Job Freedom .49
82 Supervisor Recognition .370
83 Discipline -.155
110 Equity Satisfaction .394
123 Personal Growth Satisfaction .519
131 Personal Standing Satisfaction .91

4150 Health Satisfaction .268
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variates for both dimensions, the significance, and the
loadings for both dlmensions.

Questions 11 and 151 are the dependent set of questions.
The sixteen questions identified in Table I (less the Work
QOAFLI) form the independent set.

The loadings on the dependent set showed that the most
important variable was job satisfaction. The loadings for
job satisfaction were all .99 or greater while the loadings
on career intent averaged around .500.

The canonical loadings on career intent ranged from a
high of .549 for rated officers co a low of .453 for enlisted.
This is similar to the differences 1n the zero order corre-
lations of Jjob satisfaction and career 1intent.

The independent set canonical loadings revealed that Jcb
challenge was the most 1nf1uéntial factor for all groups. The
five groups were consistent in the first two most lmportant
canonical loadings. Job challenge, which was Jjust mentioned,
was the most important across the board, while four of the
five groups showed that future responsibility was the second
most factor. Personal Growth was the third most important
factor.

The Personal Standing satisfaction question and the
Leadership/Supervision satisfaction question were the fourth
and fifth most important questions in every group except the
non-rated officers. The relative rankings of Personal Stan-
ding and Leadership/Supervision changed from group to group.

The desire for a jJob with greater responsibility and
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discipline were the least two 1nfluentlal areas noted in the
canonical analysis. The questions concerning Economic Sec-
urity and Economic Satisfactlon, along with Free Tlme satis-
faction, also ranked relatively low. It may be remembered
that the economic and free time areas have not been influen-
tial in preceding zero order correlation, AID, or regression
analyses.

Conclusions. The work related factors of job challenge
and future responsibility were the two most important factors
in terms of the canonical loadings. Personal Growth satis-
faction was a close third in the groups analysed. Leadership/

Supervision and Personal Standing are also important.

Summary

Four different analytical methods have been presented
and éttempts have been hade to determine the most important
factors assoclated with career intent and job satilsfaction.
The conclusion of each section described tre results of the
analytic method in question, and made comparisons between the
iactors seemingly most imprtant to job satisfaction and
career intent. Work related factors, leadership and super-
vision, and satisfaction with Personal Growth and Personal

Standing have been found to be the most important factors.
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V. Review, Conclusions, and Recommendations

This chapter will-discuss the results of the four meth-
ods of analysis and compare the factors which have been found
to have the greatest explanatory power for either job sat-
isfaction or career intent. The commonality of factors assoc-
iated with both job sitisfaction and career intent will also

be discussed.

Review of Analysis

Tables XXII-XXVI show those factors which have the
greatest explanatory power 1n terms of Job satisfactlon or
career intent. (Refer to Table I, Chapter IV, for the ques-
tions and subjects, or Appendix A, for the complete survey.)
The five most highly correlated questicns were chosen for
inclusion in the zero order and canonical correlatlon col-
umns. All correlations were significant at .00l or better.
The AID and regression columns deplet those factors which
were selected with respect ‘o their maximum explanatory
power.

Job Satisfaction. The work related questions, Jjob

challenge (question 62) and the perception of belng prepared
to assume future positions of responsibility (question 63)

are the most meaningful factors when speaking of lob satis-
faction. These questions appeared in correlation, AID, and
reg:ression an&lysis for every group except non-rated cfficers.
In the non-rated oificer group, job challenge appeared in

each of the analyses but future responsibility appesared only
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in the zero order correlation agalysis.

Personal Growth satisfaction {(question 123) was a lesser
but still very important factor in the job satlsfaction of
officers, both rated and non-rated. Personal Growth appeared
only 1n the correlation analysls of the enllisted group.

The factors of Leadership/Supervision satisfaction
(question 78) and the quality of leadership (question 79)
were highly related to the Job satisfaction of the non-rated
officer group, more so than for any other group. In fact,
the three methods of analyslis, when apnlied to the total
population, did not show the leadership and supervision
questicns to be of any great importance.

Career Intent. Personal Growth satisfaction appears to

be the most important factor in explaining career intent.
Personal Growth satisfactlon was selected as a‘factoé ;n
every type of analysis for every group with the exception of
the AID analysis of the rated officer group.

The quality of leadership and the satisfaction with
Leadership/Supervision factors are the second most prevaient
factors in explaining career intent. The quality of l~ader-
ship appears to be a better factor for explaining career
intent than satisfaction with Leadership/Supervision.. The
exact difference between the quality of leadership and sa:-
isfaction with leadership and supervision is not guite app-
arent to this author, as one appears tc be & cloge substitute
for the other.

The work related factors of jJoi challenge, being prepared

to assume future jobs of responsibility, and wanting a Job
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with greater responslbility (question 64) were lesser but

still important factors in explalning career intent.

Canonical Analysils

Using job satisfactlon and career intent as the depen-
dent variables, the five most important explanatcry factors
were found to be job challenge, preparation for future res-
ponsitility, Leadership/Supervision satisfacticn, Personal
Growth satisfaction, and Personal Standing satisfaction
(question 131).

Only the non-rated officer group showed a difference
in the most impo.tant factors, with the quality of leader-
ship replacing the Personal Standing factor.

Job challenge was the most important factor for all
five groupc considered. The perception of being prepared
to assume future positions of responsibility and Personal
Growth satisfaction were the next two most important factors
for all groups with the exception of the non-rated officers,
whers the relative rankings were reversed.

The satisfaction with Leadership/Supervision and Personal
Standing satisfaction were the fourth and firth most impor-
tant factors in job satis.action and career intent. Personal
Standing satisfaction appeared to be the-more important of
the two factors.

Conclusions

The review of career intent analysis shcws that career

intent is primarily related to Personal drowth satisfaction

and leadership quality and related to work factors in a
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lesser manner. To thils author, the findings imply that the
career intent cd2c!slon is Just that, a declislon for a career
~nd the projection of cne's desires into the future. Whereas
Job satisfaction depends primarily on the iere-and-now factor
of jJob challenge, career intent seems to be keying on devel-
opment, furthering education and training, and developling
potential. Other factors of quality of leadership and super-
vision are a different dimension in the career intent declsion
but seem to be pointed in the direction of helping a person
further his ambitions.

Job satisfaction is primarily dependent on job challenge;
whether the werk scene stimulates the mind and ablilities or
is boring and uninteresting. Personal Growth and the feeling
of belng prepared for future positions of resp...sibility, on
the other hand, seem to be projecting into the future. The
better, more responsible jobs, are seen as stepping stones
with the current job as the baseline.

Job satisfaction and career intent can be explalined by
the same factors. Job satisfaction is primarily oriented
towards the job challenge and future responsibillity areas
with lesser empnasis on Fersonal Growth and career intent
dependent on Personal Growth and leadership with work related
areas not being of as great an importance

Based on the findings of this research, this author
hypothesizes that, for Alr Force personnel with less than
six years of service, career intent is a function of Job

satisfaction but job satisfaction is not a function of career
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intent. As job satisfaction increases, the attractiveness
of an Ailr Force career also increases. Further, the basic
factors associatad with Job satisfaction and career intent
are the same for officers, both rated and non-rated, and
enlisted personnel.

The ecconomlc, free time, equity, and health factors
addressed by this research were statistically significant,
but were not of any great value in explaining Job satisfac-
tion or career intent.

Recummendations for Further Research

Surveys such as the 1975 QOAFL survey are a contlinuing
source of Information for use by Alr Force management and
planring functions. The following changes or additlicns to
the survey are recommended by thls author as being of value
and possibly offering additional dimensions in e*plaining
the feelings of the Air Force population.

1, The addition of a question, to be applicable
to officers, showing the source of commission (ROTC, Academy,
etc.) and the type of commission (Regular or Reserve). This
added information might provide greater insight into the
career intent decision and account for more of the varlance
observed.

2. Rank ordering of the QOAFL indicators. The survey
used for this research asked each respondent to state the
importance of each of the nine indicators such as economic
security, free time, etc. All indicators were uniformly high

in importance. By requiring each respondent to rank order
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the indicators, 1t could be shown which areas were the most
important.

3. Add additional questions concerning health.
Health care for one's sel: and family 1is of great importance
and yet only two very general questions out of a 150 question
survey applied to it.

4, Add a question as concerns patriotism to :the
survey. Certainly, the Alr Force is, in many ways, similar
to cilvilian employment, and yet, in many ways, different.

The addition of a question on patriotism might (or might not)
provide interesting data. Elther way, information provided

would be of use.
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Quality of Air Force Life Survey

90



SECTION I: PERSONAL INFCRMATION

This section will give us a great deal of informaticn on the
differing needs and perceptlons of groups of people who vary
in rank, age, marital status, command, etc.

1-2. Your survey administrator #1ll provide you with a 2-
letter code for your base. Mark the first letter of this
code in item 1 and the sezond letter in item 2 of your answer
sheet.

3. What 1s your present active duty ~rade?

A. Colonel I. Senilor Master Sergeant
B. Lieucenant Colonel J. Master Sergeant

C. Major K. Technlcal Sergeant

D. Captain L. Staff Sergeant

E. PFirst Lieutenant M. Sergeant

F. Second Lieutenant N. Airman First Class

G. Warrant Officer 0. Alrman

H. P.

Chief Master Sergeant Airman Basic

4. Wwhat is your command of asslgnment (the command that main-
tains your personnel records)?

A. Alaskan Air Command N. Air PForce Data Auto-
B. U.S. Air Force Acad=emy mation Agency
C. Aerospace Defense Command ©O. Headquarters Command
D. U.S. Air Forces In Europe P. Military Airlift Command
E. Alr Force Accounting and Q. Pacific Alr Forces
Financ2 Center R. Strategic Air Command
F. alr Porce Logistics €. Tactical Air Command
Command T. USAF Security Service
G. Air Force Systems Command U. Air Force Military
H. Air Reserve Personnel Personnel Center
! Center V. Air Force Inspectlion
1. Air Training Command and Safety Center
J. Alr University W. Alr PForce Audit Agency
K. U.S. Air Forces Southern X. Air Force Office of
Command Special Investigatlons
L. Headquarters Air Force Y. Other
Reserve
M. Headquarters USAF
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How much tctal active federal military service have you
completed?

A. Less than 1 year Q. 16 years but less than 17
B. 1 year but less than 2 R. 17 years but less than 18
C. 2 years but less than 3 S. 18 years but less than 19
D. 3 years but less than 4 T. 19 years but less than 20
E. U4 years but less than 5 U. 20 years but less than 21
F. S years but less than 6 V. 21 years but less than 22
G. 6 years but less than 7 W. 22 years but less than 23
H. 7 years but less than 8 X. 23 years but less than 24
I. 8 years but iess than 9 Y. 2L years but less than 25
J. 9 years but less than 10 Z. 25 years but less than 26
K. 10 years but less than 11 O. 26 years bui less than 27
L. 11 years but less than 12 1. 27 years but less than 28
M. 12 years but less than 13 2. 28 years hut less than 29
N. 13 years but less than 14 3. 29 years but less than 30
0. 14 years but less than 15 4y, 30 years or more

P. 15 years but less than 16

What 1s your highest level of education now (include accepted
GED credits)?

Grammar school (did not graduate)

Grammar school graduate {no high school)

High school (did not graduate)

High school graduate (no college)

Trade or technical 3school

Some college, but less than one year

One year college, but less than two

Two years college, but less than three (including two-
year assoclate degree)

Three years or more college, no degree

Reglistered rurse diploma program

College degree (BS, BA, or equivalent, except LL.B)
Graduate work beyond bachelor degree (no master's degree)
Master's degree

Postgraduate work beyond master's degree

Doctorate Degree (includes LL.B, J.D., D.D.S.,M.D.,
and D.V.M.)

w

OZZN=RH TQTXEMOO

what is your marital status?

A. Married D. Legally separated
B. Never been married E. Widower/widow
C. Divorced and not remarr-

ied
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10.

11.

i2.

How many dependents do you have? Dc no% tnc.ude ycurseif.

A. None F. F=lve

B. One G. Six

c. Two E. GJeven

D. Three I. Eight or more
E. Four

which one of the following do you consider yourself?

A. Black D. Orieatal Americarn
[. Spanish or Mexlcan AmericanE. White (other than Spanlsh
C. American Indian or Mexican American)

F. Other

What is your sex?
A. Male B. Female

which one of the following pest describes your attitude
toward making the Air Force a career?

Definitely intend to make the Air Force a career

Most likely will make the Air Force a career

Undecided

. Most likely will not make the Air Force a career
Definitely do not intend to make the Air Porce a career

moaQw>»

Is the person who prepares your performance report (or train-
ing report) military or civilian?

A. Miliitary B. Civilian

For which of the following Ao you prepare performance reports/
ratings?

A. None

B. Alrmen

C. Civilians

D. Airmen and civilians

E. Cfficers

F. Officers and alrmen

G. Officers and clvilians

H. Officers, airmen and civilians
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16.

17.

Enter the ccde for the first digis of your duty Air Force
Speclaity Code (AFSC) opposite item 14 on your answer sneet.

A.

moan

Lo O

e '8

Enter the code for the second u

A.

moaow

swn O

(= ol e ]

W o=-3 M\

it
2
site item 15 or your answer sheet.

\O o~ W\

of your duty AFSC oppo-

Enter the code for the third digit of your duty AFSC oppo-

site item 16 on your an.<er sheet.

A.

MmoOw

SEWnN O

F.
3.
H.
I.
J.

O 0O~ ovN

what is your current primary aeronautical rating?

moomw>

« s e

Not applicable, I am enlisted

Pilot
Navigator
Flight Surgeon
Non-rated
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SECTION IJ: ECONOMIC STANDARD AND ECONOMIC SECURITY

This =ection of the survey deals with financial aspects of
your life and some security features of your career. Below
are th~» definitions we use of these broad terms. As you
respond to the ratings of inportance, satisfaction, and then
the questinns keep these definitions in mind.

ECONOMIC STANDARD: Satisfaction of basilc human needs such
as food, clothing; the abllity to nmaintaln an acceptable
standard of living.

18. What degree of importance do you attach to the above?
(Select one of the seven points on the importance scale.)

A....B....C....D....E....F....G
Low Medium High
Importance Importance Importance

i9. To what degree are you satisfied with the ECONOMIC
STANDARD, as defined above, aspects of your current
1ife? (Select one of the seven points on the satis-
faction scale.)

A....B....C.e..D....E....F....G
Highly Highly
Dissatisfied Neutral Satisfied

ECONOMIC SECURITY: Guaranteed employment; retirement %Hene-
fits; insurance; protection for self and family.

20. What degree of importance do you attach to the above?
(Select one of the seven points on the importance scale.)

A....B....C....D....E....F....G
Low Medium High
Importance Impcrtance Importance

21. To what dégree are you satisfied with the ECONOMIC
SECURITY, as defined above, of your current life?
(Select one of the seven points on the satisfactilon

scale.)
A....B....C....D....E....F....G
Highly Highly
Dissatisfied Neutral Satisfled
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In a per d of inflatlon, consideration is being given to providing
some type of traln’ng to Air Force personnel and/or thelr spouses

in the area of financial ianagement. Such training might be destir-
able ir order to ald veople in making thelr dollars "stretch” =a.d
might cover such topics as: building a budget, financing an aatomo-
bile, shopping for low interest rates, banking, buylng a home, etc..
The following four questions relate to four tyres of trainirg which
are under conslderation.

22. Are you interested in the Alr rorce providing you saort fact
sheets on financlal matters? Would you read them?

Very interested, and definitely would read them

Somewhat interested, and probatly would read them

I am not sure/don't know

Not very interested, and probably would not read them

. Not at all interested, and deflnitely would not read them

mMoOOm>

23. Are you interested 1in a corraspondence course on personal
financial management? Would you take such a ccurse?

. Very interestad, and definitely would take

Somewhat interested, and probably would take

Z am not sure/don't know

Not very interested, and probably would not take

Not at all interested, and definitely would not take

moQw >

. .

24. Are you interested in and would you use the service: of &
trained Air Force financial consultant free of charge if you
felt the need?

A. Very interested, and definitely would use

B. 3omewhat interested, and probably would use

>. I am not sure/don't know

. Not very interested, and protably would not use

. Not at all interested, and definitely would not use

mo O

25. Are you interested in attending an Air Force sponsored series
of short courses on managing your perscnal finances? Would
you and/or your spcuse attend?

A. Very interested, and definitely would attend

B. Somewhat interested, and probably would attend

C. 1 am not sure/don't know

D. Not very interested, and probably would not attend

E. Not at all interested, and definitely would not attend

96



The following

26.

27.

28.

29.

1 TJan 75 - New Year's Day
17 Feb 75 - President’s Day
26 May 75 - Memorlal Day

4 Jul 74 - Independence Day

2 Sep T4 - Labor Day

1i,
28
2T
25

During the past year how many of
you not able to take off because
wo.'k 1n a duty status?

moOQw>»

0 days
1 day

2 days
3 days
4 days

aHTmQa™

What type of 1974 Federal Income

moom»

Was not required to fille
Short form

is a 1list of Federal Holldays:

Oct T4 - Columbus Day

Oct 74 - Veterans' Day
Nov 74 - Thanksgiving Day
Dec 74 - Christmas Day

these nine hollidays were
you were required to be at

days
days
days
days
days

O -3 W)

Tax form did you file?

Long form, standard deductlons

Long form itemized deductions

I prefer not to answer

Do you hold a second job?

A.

No

Yes, I work

1-5 hours per week

6-10 hours per week
11-20 hours per week
21-30 hours per week

Mmoo

over 30 hours per week

Even though the dollar does not go as far as 1t used to, 1
having no real problems in making ends meet.

am

A.
B.
C.
D.
E.

Strongly disagree
Disagree
Undecided

Agree

Strongly agree
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30.

31.

32.

33.

34.

Ones your spouse work?

A. Not applicable, I am not married or I am legally separated.
I am married and my spouse

B. Resides with me, and has a paying Job

C. Resides with me, and does not work

D. Does not reside with me, and has a paying Jjob

E. Does not reside with me, and dces not work

The main reascn that I have a second job, and/or that my
spouse works 1s that we have to in order to make ends meet.

Not applicable

A.

B. Strongly disagrze
C. Disagree

D. Undecided

E. Agree

F.

Strcocngly agree

How often do you have money left over for savings, invest-
ment, entertainment, etc., after paying your monthly bills
and required expenses?

A. Never

B. Seldom

C. Sometimes
D. Often

E. Always

Since 1 January 1975, how many times were you late in paying
a monthly bill because of financlal reasons?

A. O

B. " time

C. 2 times

D. 3 times

E. More than 3 times

F. I prefer not to ansver

Where do you live?

A. Dormitory, and I am unmarried
B. Dormitory, and I am married
On-base family housing
Rented or leased apartment
Rented or leased mobile home
Rented or leased house
Condominium apartment

Buying own home

Own mobile home

HITQ™MEMOOQ
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35. How was your financial situation affected by your last PCS
move?

A. Not 1pplicable, I made money or the last PCS move did
not adversely affect my financial position

The last PCS move did affect my financial situation and it
took me

months to recover

months to recover

months to recover

months to recover

9-10 months to recover

11-12 months to recover

More than 12 months to recover
I don't know

U e
o EN

HIonQUEmmooOm

SECTION III. FREE TIME

Numerous aspects of your life are centered around free time actlv-
jties. Below is a definition of "free time" as we see it. We are
examining the satisfaction of Air Force members with various frez

time aspects of their lives. Related topics are also includec 1in

this section.

FREE TIME: Amount, use, and scheduling of free time along, or in
voluntary ass ciations with others; variety of activities engaged in.

36. What degree of importance do you attach to the above? (Select
one of the seven points.)

A....B....C....D....E....F....G
Low Medium High
Importance Importance Importance

37. To what degree are you satisfied with the FREE TIME aspects
of your current life? (Select one of the seven roints.)

A....B....C....D....E....F....CG

Highly Highly
Dissatisfied Neutral Satisfied
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38.

39.

Do you use on-base Morale-Welfare-Recreation (MWR) facllities
(e.g., golf course, tennis courts, gym, child care center,
famlly services, equipment rental, etc.)?

A. Yes

Nc, because (Pick the one used most)

I iive off base, and it is too inconvenlent to use
them.

The facllities are not avajilable at my current duty
station

The faclilities are poorly equlpped or have limited
equipment

Poor service

Not enough free time to make use of them

. Facilitlies/services are open at the wrong hours
Facllities are over-crowded

Not interested in the facilitlies/services offered
. Other (please specify in comment section)

GHITQEM (o} «Q o

If MWR programs needed volunteers to remain open I would be
most willing to volunteer my time for the following programs.
(Select only one response.)

A. No, I would not volunteer
Yes, 1 have/would be willing to volunteer my time for:

Recreation center
Child care center
Youth Center
Gymnasium

Service club

Bowling a2liley

Golf courses

Auto hobby shop

Crafts hobby shop
woodworking hobby shop
Other (please specify in comment section)

3

« « « o

.

G-HITQEMMOoOw

[l
LY
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Select a letter from the 3cale below to rate questions 40 to b,
Are the following MWR facllities/services at your base oriented
toward courteous service and helping the customer?

4Q.
41,
42.
43,
by,
45,

u6.

47,

Not applicable, I don't use this facllity
Faver

S21ldom

Sometimes

Often

Always

TTmoaOwrP

Gymnasium,sport facilities

Crafts and Hobby shops

Recreation Facllitiles

Clubs; Officer, NCO, Airmen

Shopping center (BX, Commissary, Concessions)

How often do you participate in off-base community functions?

A. Dally

B. Once per week

C. Once every two weeks

D. Once per month

E. Less than once per month

F. I do not participate in off-base functions

An Alr PForce base 1s a desirable place to live.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

An Alr Porce base is 8 community. The people oin 1t usually
care about one another and get involved in base activities
outside of their work activities.

A. Strongly disagree

B. Disagree

C. Undecided

D. Agree

E. Strongly agree
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48,

Did you attend a newcomer orlentatlion program after your last
PCS?

No. To the best ol my knowledge none was held
No. One was held but I was unable to attend
Yes

QP

Select a letter from the scale below t> rate questions 49 thru 52.
Were these toplcs covered at the Newcomer Orientaclon Program at
vour present base and how useful were the presentation to you?
(Select response "A" 1f you did not attend a newcomer orientation
program at your present base.)

49.
50.
51.
52.

53.

54.

Did not attend an crientation program herz2

This topic was not covered

Topic was covered and the information was very helpful
Topilc was covered and the information was helpful

Toplc was covered and the information was somewhat helpful
Toplc was covered and the information was of little or no
help

Mmoo Ow»

My new job
Organization of assignment (wing, squadron, group, etc.)
Base environment: facilitles, services, regulations, etc.

Local community environment: schools, housing, facilitlies,
etc.

Did you have a sponsor f-r your last PCS move?

Yes, I had one

A. But did not want one
B. And wanted one

No, I did not have one

C. And d4d1id not want one
D. And wanted one

If you had a PCS move within the last year, did you receive
information from ycur new duty station prior to your arrival?

A. Yes

B. No

C. I don't know

D. Not applicable, I did not have a PCS within the last year
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55.

56.

57.

58.

How

o>

How
A,
B.
C.

D.

helpful was your sponsor on your lastc PCS move?

Jot applicable, I did not have a sponsor
Very helpful

Somewhat helpful

Of 1little help

0f no help

No opinion

do you feel about the sponsorship program in the Air Force?

My past experience has been favorable, and I feel that a
sponsor 1s helpful in getting settled

My past experience has been anfavorable but I feel that a
sponsor could be helpful

My past experience has been unfavorable, and I prefer not
to have one

Not applicable, I have never had a sponsor

Have you had a PCS 1n the last year?

A.

Yes

No

B. I have moved frcm tech school to my initial base of
ascignment with.in the last year

C. I went directiy irom Basic Military Training (BMT, or
officer Training School (OTS) to my first assignment
in the past year (other than B, C, and D above)

D. I came directly from ROTC to my first assignment in
the past year .

E. I have had a change of assignment PCS in the past year
(other than B, C, and D above)

Of the followilng, which area 1ls the one you feel you need
assistance most with on your last PCS?

A. Someone to welcome me

B. Housing

C. Transportation until permanent arrangements were possible
D. Help in locating base and community facllities

E. Introduction to new job

P. Introduction to social environment

G. Some cther area

H. Not applicable, I do not feel that I needed assistance
which of the following d4id you evaluate when you had your last
PCS?

A. Sponsorship program

B. Formal newcomers' orientation

C. Sponsorship program and newcomers' orientation

D. Neither sponsorship program nor newcomers' orientation

E. Don't remember
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SECTICN IV: WORK

This section deals with various aspects of your work life. Below
you see our definition of the factor of "work" and associated dim-
ensions of the concept. Refer to thils definition as you respond to
the ratings and questions.

WORK: Doulng work that 1s personally meaningful and important;
pride in your work, Jjob satisfaction; recognition for my efforts
and my accomplishments c¢cn the Job.

60. What degree of importance do you attach to the above? (Select
one of the seven points)

A....B....C....D....E....F....G
Low Medium High
Importance Importance Importance

61. To what degree are you satlisfied with the WORL aspects of
your current life? (Select one of the seven points)

A....B....C....D....E....F....G
Highly Highly
Dissatisfied Neutral Satisfied

62. How do you evaluate your present Air Force job?
I want a challenglng job, and my present job 1is:

A. Boring

B. Not challenging

C. Somewhat challenging
D. Challenging

E. Very challenging

I do not want a challenging job, and my present job 1s:

F. Boring

G. Not challenging

H. Somewhat challenging
I. Challenging

J. Very challenging

lo4



63.

64.

65.

66.

67.

Do you think your present job !s preparing you to assume future
positions of greater responsibility?

A. Definltely no
B. Probahly no

C. Undeclded

D. Probably yes
E. Definltely yes

Do vru want a job which has greater responsibility than your
cur . ent job?

. Definitely no
Prcbably no
Not sure
Probably yes
Definritely yes

mooOw>»

which on: of the following shows how much of the time you
feel satisfled with your job?

A. All the time

B. Most of the time

C. A good deal of the time
D. About half of the time
E. Occaslionally

F. Seldom
G. Never

Choose the one of the following statements which best tells
how well you lilke yocur job.

A. 1 hate 1t
B. I dislike it

C. 1 don't like it

D. I am indifferent to 1t

E. I like 1t

F. 1 am enthusiastic about 1t
G. I love it

Which one of the following bes' tells how you feel about
changing your job

A. I would quit this job at once if I could

B. 1 would take almost any other job in which I could earn
as much as I am earning now

C. I would like to change both my job and my occupation

D. I would like to exchange my present Job for another one

E. I am not eager to change my job, but I would do so if I
could get a petter Jjob

F. I cannot think of any jobs for which I would exchange

G. I would not exchange my job for any other
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68.

69.

70.

71.

72.

Which one of the following shows how you think you compare
with other people

No one likes his Job better than I like mine

I like my Job much t tter than most pecple llke thelrs

I ilke my Job better than most peoplc llke thelrs

I like my Job abcut as well as most people llke theirs

I dislike my job more than most pecple dislike thelrs

I dislike my Job much more than most people dislike theirs
No one dislikes ris job more than I dlslike mine

[FROE LR RG R R

which orne of the following factors do you consider the most
essential for having a satisfyling Job?

Challenging work

Recognition for my work

Sense of achlevement

Encouragement to use initiative and creativity
Having responsibility for a Job

Having a good supervisor

Cther, (Please specify in comments section)

Lymoc amw»

The Alr Force requlires me to participate 1ln too many actlv-
ities that are not related to my Jjob.

A. Strongly disagree
5. Disagree

C. Undeclided

D. Agree

E. Strongly agree

If a job were available for me at a base of my choice, I would
be willing to pay my own moving expenses to get there.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly Agree

Which one of the following factors do you think the Alr Force
should consider as the most important factor in determining
a "hardship"™ location?

A. Geographical location

B. Availability of commissary, BX, on base recreatlon,
¢lubs, etc.

C. Cost of living

D. Housing availability

E. Distance from a city of reasonable size
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73.

T4.

75.

76.

Dc you know of the Air Force pollcy which allows airmen in

the CONUS who volunteer for overseas short tcurs (less than

13 months, unaccompanied) to select, with a guarantee, a cholce
of assignment (1f a vacancy exlsts) elther CONUS or a long

tour overseas area upon completion of the remote?

Noc applicable, I am not enilsted

No, I would llke to know more about it

. No, but I am nct interested in volunteering

Yes, I have already volunteered and/or been selected
under this program

Yes, I have voluateered but have not yet been selected

under this program

Yes, I am ~ware of the program but not interested 1n

volunteerisz

e =) OGw s

Would you volunteer for an overseas short tour 1f guaran-
teed a CONUS geographic area upon return Irom overceas but
not a cholce of bases?

A. Definitely no
B. Probably no

C. Undecided

D. Probably yes
E. Definitely yes

If you were on a long overseas, not vulnerable for a short
tour, and had a chance to volunteer for a short tour with
your choice of follow-on CONUS base of cholce, would you
volunteer?

. Definitely no
Probably no
Undecided
Probably yes
Definitely yes

moQw>»

Havé you ever volunteered for a remote assignment?
A. No
Yes, because I was vulnerable for remote assignment and:

B. Wanted to choose my remote assignment
C. Wanted to choose iy return assignment
D. Other

Yes, though I was pnot vulnerable for assignment to a short,
I wanted:

E. To get myself or my family to a more desirable loc-
atiocn upon return from cverseas

P. Stability for my family by coming back to the same place

G. A specific remote tour

H. Other
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SECTION V: LEADERSHIP/SUPERVISION

This section of the survey deals, somewhat broadly, wilth leader-
ship and/or supervision in the Alr Force. The statements below
give the definition of leadership and/or supervision, we would like
for you to use in rating the importance of this factor, your satis-
faction of this aspect of your 1life, and the subsequent questions.

LEALERSHIP/SUPERVISTION: Has my interests and that of the Alr Force
- at heart; keeps me informed; approachable and helpful rather than
critical; good knowledge of the Job.

77. What degree of importance do you attach to the above? (Select
one of the seven points.)

A....B....C....D....E....F....G
Low High
Importance Neutral Importance

78. To what degree are you satisfied with the LEADERSHIP/SUPERVISION
aspects of your current life? (Select one of the seven polints.)

A....B....Cov.. DL E.. . FLLL .G
Highly Highly
Dissatisfied Neutral Satisfied

79. What is your opinion of the quality of leadershlip in the Air
Force? :

A. Excellent

B. Above average
C. Average

D. Below average
E. Poor

F. No opinion

80. What kind of influence deces your immediate suparvisor have
on your organization?

A. Very favorable
B. Favorable

C. Neutral

D. Unfavorable

E. Very unfavorable
F. Don't know

81. Are you given the freedom you need to do your job well?

A. Never

B. Seldom

C. Sometimes
D. Often

E. Always
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82.

83.

84.

8s.

86.

87.

Does your immedlate supervisor give you recognltion for a job
well done?

mooOow»

Never
Seldom
Sometimes
Frequently
Always

wWhat 1s your opinion of discipline in today's Air Force?

RO oW

Too strict
Somewhat strict
About right
Somewhat lenient
Too lenient

No opinion

The Enlisted Advisory Council (EAC) and the Human Relatlons
Council are used as a means of dealing with problems without
goling through command channels.

A.
B.
C.
D.
E.

Strongly disagree
Diszagree
Undecided

Agree

Strongly agree

I feel that the use of the above councils to solves problems
without going thrcugh command channels weakens the Alr Forre
Chain of Command.

A.
B.
c.
D.
E.

Strongly disagree
Disagree
Undecided

Agree

Strongly agree

The Air Force does a good Jjob of keeping me inforred about
what is going on.

A.
B.
C.
D.
E.

Strongly disagree {(please comment)
Disagree

Undecided

Agree

Strongly agree (please comment)

Commander's Call is an effective way for a commander to com=-
municate with his people.

A.
B.
C.
D.
E.

Strongly disagree
Disagree
Undecided

Agree )
Strongly agree
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Select a letter from the list below to indicate how interested you
are in being ‘nformed and kept up to date on subjects in the general
categories shown !n questions 88 thru 94.

88.

89.

30.

91.

92.

93.

gl

Not interested in subjects in this category

Low interest

Moderate interest

High interest

E. Very high interest in subjects in this category

oaOwr

National Security Factors: Congressional legislation; Defense
budgets; Military Roles and Image; Department of Defense
Policies; etc.

Air Force & Mission: Functlons and responsibilities; weapons
systems; tactical, strategic, support activities; operational
capabilities; etc.

Milit~ry Life Style: Duty perlods; rank structure; prestlege
and status; TDYs; assignment rotation (PCS); disclplline; stan-
dards; base living; in-service training and professional mili-
rary education; etc.

Leisure/Enjoyment: Recreational services; clubs; off duty
education; civilian community activities; social activities; etc.

Health and Well Being: Medical care (self and dependents);
counseling and assistance of financiz) matters; insurance;
casualty assistance; etc.

Job and Career Benefits: Retirement; Pay and Allowances:
Teave; commissary; BX; promotions; retirement; incentlive pays;
etc.

Humar Relations: Equal opportunity; soclal actlons; commun-
ity involvement; drug/alcohol abuse; minority actlions;
humanitarian actions; interesting Alr Force people; etc.

WE ARE INTRRESTED IN RECEIVING YOUR WRITTEN COMMENTS. PLEASE
USE THE SPACE PROVIDED AT THE END OF THE SURVEY TO PROVIDE US
WITH YOUR FEELINGS ON SUBJECTS THAT YOU CONSIDER IMPORTANT.
WE WANT TO KNOW WHAT YOU THINK. .
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Selrct a letter from the 'ist below to 1ndicate the source which

nas provided you with the most helpful information about subjects
in the categorins shown in questlons 95 thru 101.

95.

96.

97.

98.

99.

100.

io0l.

A. Commander's Call

B. Official pamphlets, fact sheets, brochures
C. Consolidated Base Personnel Office (CBPO)
D. PFirst Sergeant

E. Immediate supervisor

F. Unit Commander

G. Base/Wing Commander

H. A special group briefing

I. Air Force friends

J. Base newspaper

K. Local civilian rew:papers

I.. Ocher, please specify 1n the comment secticn
M. None

National Security Factors: Congressional legislation;
Defense budgets; Military Roles and Image; Department of
Defense Policlies; etc.

Alr Force Role & Mission: Punctions and responsibllitles;
weapons systems; tactical, strategic, support activities;
operational capablliities; etc.

Military Life Style: Duty periods; rank structure; prestige
and status; TDYs; assignment rotation (PCS); discipline;
standards; base living; in-service training and professional
military education; etc.

Leisure/enjoyment: Recreational services; clubs; off duty
education; civilian community activities; social activitles; =tc.

Health and well being: Medical care (self and dependents);
counseling and assistance of financial matters; insurance;
casualty assistance: etc.

Job and career benefits: Retirement; Pay and 2llowances:
leave; commissary; BX; promotions; retirement; incentive pay;
etc.

Human Relations: Equal opportunity; soclal actions; commun-
ity involvement; drug/alcohci abuse; minority actions; human-
itarian actions; interesting Air Force people; etc.

WE ARE INTERESTED IN RECEIVING YOUR WRITTEN COMMENTS. PLEASE
USE THE SPACE PROVIDED AT THE END OF THE SURVEY TO PROVIDE US
WITH YOUR FEELINGS ON SUBJECTS THAT YOU CONSIDER IMPORTANT.
WE_WANT TO KNOW WHAT YOU THINK.
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Seleczt a letter from the list below to indlcate the source from
which you would most prefer to receive informatlion about subjects
in the categories shown in questions 102 thru 108.

Commander's Call

Official pamphlets, fact sheets, brochures
Consolidated Base Personnel Office (CBPO)
First Sergeant

Immediate supervisor

Unit Ccmmander

Base/Wing Commander

A speclal group brlefing

Air Force friends

Base newspaper

Local civilian newspaper

Other, please specify 1n the comment section
Don't want any information

.

ZroRUHIIOTMOOD >

102. National Security Factors: Congresslonal legislation; Defense
budgets; Military Roles and Image; Department of Defense Policles,
etc.

103. Air Force Role & Mission: Functions and responsibilities;
weapons systems; tactical, strategic, support activitles;
operational capabilities; etc.

104. Military Life Style: Duty periods; rank structure; prestige
and status; TDYs; assignment rotation (PC3); discipline;
standards; base living; in-service training and professional
military educatior; etc.

105. Leisure/enjoyment: Recreational services; clubs; off duty
education; civilian community activities; soclal activities;
etc.

106. Health and well being: Medical care (self and dependents);
counseling and assistance on financial matters; insurance;
casualty assistance; etc.

107. Job and career benefits: Retirement; pay and allowances;
leave; commissary; BX; promotions; retirement; incentive
pays; etc.

108. Human Relations: Equal oppcrtunity; social actions; commun-

ity involvement; drug/alcohol abuse; minority actions;
humanitarian actions; interesting Air Force people; etc.
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SECTION VI: EQUITY

The Air Force 1is f‘nterested in your perceptlons of equality 1in
numerous dimensions of your Air Force life. The definition we
use for "equity" follows. Conslider this definition as you rate
the concept and respond to the questions concernlng "equity" 1ir
the Alr Force.

EQUITY: Equal opportunity in the Alr Force; a fair chance at
promotion; an even break in my job/assignment selectlons.

109. What degree of importance do you attach to the above?
(Select one of the seven poiants.)

A....B....C....D....E....F....G
Low Medium High
Importance Importance Importance

110. To what degree are you satisfled with the EQUITY aspects of

your current life?

A....B....C....D....E....F....G
Highly Highly
Dissatlsfied Neutral Satisfied

111. Do you feel that the work you are now doing is approprilate
to the grade you hold?

A. My grade is much too high for the work I am dolng

BE. My grade is somewhat too high for the work I am doing
C. My grade is abouvt right for the work I am doing

D. My grade 1s somewhat too low for the work I am doing
E. My grade is much too low for the work I am doing

F. No opinion

112. Race Relations Training courses are effective in getting
people to treat each other better.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

113. Would you rather work for (i.e., be rated by) a military or

civilian supervisor?

A. Definitely would rather work for a military supervisor
(Please comment)

B. Probably would rather work for a military supervisor

C. Have no preference

D. Probably would rather work for a civilian supervisor

E. Definitely would rather work for a civilian supervisor
(Please comment)
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114.

115.

116.

117.

118.

Are civilian Air Force personnel members of the Alr Force
community?

A. PDefinitely no (Please comment)
9., Probably no

C. Undecided

D. Probably yes

E. Definitely yes

Would you rather supervise military or clvililan personnel?

A. Definitely would rather supervise civilian personnel
(Please comment)

Probably would rather supervise civilian personnel
Have no preference

Probably would rather supervise military personnel
Definitely would rather supervise military personnel
(Please comment)

moOoOw

Would you rather work with military or civilian co-workers?

Definitely would rather work with civilian co-workers
(Please comment)

. Probably would rather work with civillan co-workers

. Have no preference

Probably would rather work with military co-workers

. Definitely would rather work with military co-workers
(Please comment)

moow »

An individual can get more of an even break in civilian 1life
than in the Air Force.

A. Strongly disagree (Please comment)
B. Disagrea

C. Undecided

D. Agree

E. Strongly agree (Please comment)

How does your supervisor deal with your women co-workers?
A. Not applicable, there are no women in my unit

My supervisor is a woman and she:
B. Expects more from the women workers than the men
C. Treats men and women workers the same
D. Gives women workers the easy jobs, and the hard
Jobs to the men

My supervisor is a man and he:
E. Expects more from the women workers than the men
F. Treats men and women workers the same
G. Gives women workers the easy jobs, and the hard
Jobs to the men
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119.

120.

121.

In

m o O wer

what career f1

women should work

Women should
involving com

Women should work

they are phys

elds should Air Force women work?

in all career fields

work in all career fields except those

bat

ically capable

only in those career flelds in which

Women should work only in those [lelds traditionally
occupied by women (e.g., medical, administrative, etc.)
women should not be in the Air Force

Would you rather work for a man or a woman supervisor?

A.
B.
C.
D.
E.

Strongly prefer a man supervisor (Please comment)

Prefer a man
Have no prefe
Prefer a woma

supervisor
rence
n supervisor

Strongly prefer a woman supervisor (Please comment)

There are more favorable features about the Alr Force as
a place to live and work than unfavorable cones.

A,
B.
C.

Yes
Undecided

No (please identify those features about the Air Force
which you consider highly unfavorable, in the comment

section)

SECTION VIII: PERSONAL

GROWTH

Your perception of "personal growth" in your life is important to

the Air Force.

of your job and life.
provided for you to refer to.

PERSONAL GROWTH:

This section deals with the personal growth aspects

A broad definition of "personal growth" 1is

To be able to develop individual capacitles;

education/training; making full use of my abllities; the chance
to further my potential.

122.

123.

What degree of importance do you attach to the above?
(Select one of the seven points)

A---oBoocoCc.Och...Eoc--F-.toG

Low
Importance

Medium
Importance

High
Importance

To what degree are you satisfied with the Personal Growth
aspects of your current life?

(Select one of the seven points.)

A.'.OB.'IIC.‘..D'...EQ.'.FO...G

Highly
Dissatisfied

Neutral
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124,

125.

126.

127.

128.

To what extent 1ls dealing with people a part of your job?

A. Very little

B. Little

C. Some moderate amount
D. Much

E.

Very much

Air Force training programs do not do a very good job of pre-
paring people to get along with other people.

A. Strongly disagree
B. Disagreue

C. Undecided

D. Agree

E. Strongly agree

Most senior NCOs (E7 through E9) are primarily supervisors
rather than techniclans.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

How often are you given feedback from your supervisor about
your job performance.

A. Never

B. Seldom

C. Sometlimes

D. PFrequently

E. Very frequently

How often do you and your supervisor get together to set your
personal performance objectives?

A. Never

B. Seldom

C. Sometimes

D. Prequently

E. Very frequently
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129. Have you ever used the Enlisted Advisory Council?

Yes

A. I have dealt with once with some success

B. I have dealt with 1t mcre than once with success

C. I have dealt with the counclill or a member at least
once but without success

No

D. I have never had an occasion to deal with 1t,
though I am aware of its purposes

E. I have chosen other means of solving problems

F. I have never heard of it

SECTION IX: PERSONAL STANDING

This section of the survey deals with the "Personal Standing"
aspects of your life. Using the description/definition glven
below, rate your present 1ife sltuation as to the varilous aspects
of "personal standing".

130.. What degree of importance do you attach to the above?
(Select one of the seven points.)

A....B....C....D....E....F....G
Low Med{ium High
. Importance Importance Importance

131. To what deéree are you satisfied with the Personal Standing
aspects of your current life? (Select one of the seven points.

A....B....C....D....E....F....G
Highly Highly
Dissatisfied Neutral Satisfied

132. Basic Military Training does not do an adequate job of pre-
paring Airmen for their first duty assignment.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree
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133.

135.

136.

137.

Technical School Training does not do an adequate job of
preparing an Alirman for hils first duty assignment.

A. Strongly dlsagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

How does the quality of the Airmen entering the Air Force today
compare with the gquality of Airmen who enterea the Alr Force
in previous years”®

A. Decreased (please comment)
B. Remained about the same

C. Increased (please comment)
D. Don't know

I have a lot of respect for most of the Senlor NCUs (E7-E9)
that I know.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

Most of the Senior NCOs (E7-E9) understand and are ahle to
communicate wlth the people who work with them.

A. Strongly disagree
B. Disagree

C. Undeclided

D. Agree

E. Strongly agree

There should be some sort of recognition or ceremony assoc-
jated with becoming an NCO (E3-EH)

A. Strongly disagree
E. Disagree

C. Undeclded

D. Agree

E. Strongly agree
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138. Only the grades E-5 to E-9 should be deslgnated non-
commissioned officers.

A. Strongly dlsagree
B. Disagree

€. Undecided

D. Agree

E. Strongly disagree

139. NCO prestige has declined over the past several years.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

140. Senior NCOs (E7 to E-9) are usually given jobs wilth less
responsibility than they should have.

A, Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

141. I think the first sergeant should be the senior NCO in the unit.

A. Strongly disagree
B. Disagree

C. Undeclded

D. Agree

E. Strongly agree

142. The privileges of the Senlor NCO (E7 to E-93) have been
declining in the past few years.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree
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AFR 39-10 establishes the Minimally Productive - Limited Potentlal
Airman Separation Frogram (MPLP) and authorizes the separation of
airmen in the grades of E-3 and below who are marginal performers
and of little value to the Air Force.

143.

144,

145,

146.

Do you know someone who was separated under this program, or
were you ever involved in separating an airman under the MPLF
pr~gram?

A. No

Yes. 1 know, or was involved 1in separating
B. 1 airman

C. 2-5 airmen

D. 6-10 airmen

E. 11-20 airmen

F. More than 20 alrmen

Which of the following are you?

A. Commander

B. PFirst Sergeant

C. Senior NCO adviscr

D. Supervisor {(other than commander, first sergeant or senior
NCO advisor)

E. Other

Of the airmen who were separated under the MPLP program, how
many do you belleve were truly marginal performers and of
little value to the Air Force?

A. Don't know

B. None of them

C. Less than 25 percent
D. 25 to 50 percent

E. 50 to 75 percent

F. 75 to 100 percent

G. All of them

What do you feel 1s the major underlying cause of most of
the MPLP separations in the Air Force?

A. Don't know

B. Lower quality recruits

C. Inadequate training

D. Poor living conditions and/or working conditions
E. Malassignment or inadequate personnel policles
F. Personal hang-ups ‘

G. Other (please comment)
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187. Of the airmen who were separated under the MFLP program, how
many do you believe wWwould have becn separated everntually under
the provisions of AFR 39-12 for unfitness, unsultability, or
misconduct?

Don't know

None of them

Less than 25 percent
25 to 50 percenrt

50 to 75 percent

75 to 100 percent
All of them

. e

QTEoOQu

148. The prompt separation of marginal performers under the MILP
program results in a significant improvement in 2 unlt's
productivity and morale.

. Strongly agree
. Don't know

A. Strongly dlsagree
B. Disagree

C. Undecided

D. Agree

E

F

Below 18 a definition of "health™ as seen ty the group working
on this area. Please read it carefuliy before going on to the
ratings; this definition 1is broader than we often conslder
"health" to be.

HEALTH: Physical and mental well-being of self and dependents;
having illnesses and allmei.ts detected, diagnosed, treated and
cured; quality and quantity of health care services provided.

149. What degree of importance do you attach to the above? (Select
one of the seven points.:;

A....B....C....D....E....F....G
Low Medium High
Importance Importance Importance

150. To what degree are you satisfied with the HEALTH aspects of
jour current life? (Select one of the seven points)

A.DI.BI..'C....D.."E.".F....G

Highly Highly
Dissatisfied Neutral Satisfied
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APPENDIX B

Responses to Selected Questlons from the

Quality of Air Force Life Survey

(Total Population)
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The follcwing is a summary of selected responses fer the
overall category of officer and enlicted. The number of indi-
viduals responding as well as the pe..centages are given.

Question N K1

3. What 1s your present active duty grade?

A. Colonel 6 .2
B. Lieutenant Colonel 13 .3
C. Major 43 1.1
D. Captain 298 7.6
E. PFirst Lieutenant k69 11.9
F. Second Lieutenant 4oo 10.2
H. Chief Master Sergeant ) L1
I. Senior Master Sergeant 3 1
J. Master Sergeant ] .1
K. Technical Sergeant 5 .1
L. Staff Sergeant 138 3.5
M. Sergeant 1116 28.4
N. Airman First Class 970 24.7
0. Airman 378 9.6
P. Airman Basic 83 2.1
3930
4. what is your command of assignment?

A. Alaskan Alr Command 48 1.2
B. U.S. Alr Force Academy 15 )
C. Aerospace Defense Command 153 2.9
D. U.S. Air Forces In Europe 313 8.0
E. Ailr Force Accounting and Flnance

Center 17 .4
F. Alr Force Logistics Cormand 8g 2.3
G. Air Force Systems Command 178 4.5
H. Air Reserve Personnel Center 5 .1
I. Alr Training Command 594 15.2
J. Ailr University 31 .8
K. U.S. Air Forces Southern Command 14 L4
L. Headquarters Air Force Reserve 3 .0
M. Headquarters USAF 38 1.0
N. Air Porce Data Automation Agency 5 .1
0. I 2adquarters Comuand 34 .9
P. Military Airlift Command 550 14.0
Q. Pacific Air Forces 105 2.7
R. Strategic Air Command 1007 25.7
S. Taectical Alr Command 514 13.1
T. USAF Security Service 51 1.3
U. Air Porce Military Personnel Center 37 .9
W. Air Porce Audit Agency 1 .0
X. Air Force Office of Special

Investigation 1l .0
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Question

Continued

Y.

How

Other

much total active federal mllitary

service have you completed?

g Qe

What is your highest

OZRHRGHITIOPWEHOO®>

Less than 1 year

1 year but less than 2
2 years but less than 3
3 years but less than 4
4 years but less than 5
5 year. but less than 6

Grammar school

Grammar school graduate

High school

High school graduate

Trade or technical school

Some college, less than 1 year

One year college, less than 2 years
Two years college, but less than 3
Three years or more of college
Registered Nurse diploma program
College degree

Graduate work

Master's degree

Postgraduate work

Doctorate degree

What is your marital status?

A.
B.
C.
D.
E.

How

A.
B.
C.
D.
E.
F.

Married

Never been married
Divorced and not remarried
Legally separated
widower/widow

many dependents do you have?

None
One
Two
Three
Four
Pive
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17.5
19.0
20.7
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Question N z
8. Continued
G. Six 8 .2
H. Seven 2 .0
I. Eight or more 2 .0
3918
9. Which of the following do you conslider
yourself?
A. Black Bug 11.4
B. Spanish or Mexican American 119 3.0
C. American Indian 49 1.2
D. Oriental American 51 1.3
E. White 3099 79.0
F. Other 159 4.1
3925
10. What is your sex?
A. Male 3532 11.0
B. Pemale 375 9.6
3907
11. Which one of the follbwing describes your
attitude toward making the Alr Force a Career?
A. Definicely yes 431 11.0
B. Probably yes 891 22.7
C. Undecided 1240 31.6
D. Probably no 685 17.5
E. Definitely no 677 17.2
392
mean 3.073
median 3.016
mode 3.00
standard error .020
standard deviation 1.235
variance 1.526
kurtosis -.922
skewness .061
17. What is your current primary aeronautical rating?

A. Not applicable, I am enlisted
B. Pilot

C. Navigator

D. PFlight Surgeon

E. Non-rated

125

2701 68.7
337 8.6
117 3.0

62 1.6
13 18.1
3930



Question N x
19. Economic Standard 3atisfaction
A. Highly dissatisfied 284 7.2
B. 309 7.9
C. 603 15.4
D. Neutral 937 23.9
E. 877 22.3
F. 587 lg.9
G. Highly satisfied 322 .4
392
mean 4.246
median 4,319
standard deviation 1.623
variance 2.635
kurtosis -.592
skewness -.237
21l. Economic Security Satisfaction
a. Highly dissatisfied 232 5.9
B. 215 5.5
C. 450 11.5
‘D. Neutral 846 21.6
E. 880 22.4
F. 753 19.2
G. Highly satisfied 547 13.9
3923
mean 4,625
median 4,748
standard deviation 1.650
variance c.124
kurtosis -.468
skewness -.439

26. During the past year how many of these nine holidays
were you not able to take off because you were required
to be at work in a duty status?

A. 0 days 1188 30.2
B. 1 day 515 13.2
C. 2 days 476 12.2
D 3 days 434 11.1
E. 4 days 356 9.1
F. 5 days 265 6.8
G. 6 days 200 5.1
H. 7 days 196 5.0
I. 8 days 171 4.4
J. 9 days lla 2.9
391
mean 2.676

126



Question N %

29. Even though the dollar does not go as far as it used to,
1 am having no real problems in making ends meet.

A. Strongly disagree 568 1u4.5

B. Disagree 1210 30.9

C. Undecided 432 11.0

D. Agree 1415 35.1

E. Strongly agree 296 7.5
3921

37. Free Time Satlsfaction

A. Highly dissatisfied 349 8.9
B. 342 8.7
C. 513 13.1
D. Neutral 836 21.3
E. 313 20.8
v, 624 15.9
G. Highly saticfiled 440 11.2
3917
mean 4.29¢
median 4.403
standard deviation 1.746
variance 3.054
kurtosis -.78"
skewness ~.263

61. Work Satisfaction

A. Highly dissatisfied 556 14.2
B. 439 11.2
C. 460 11.7
D. Neutral 678 17.3
E. 745 19.0
F. 616 15.7
G. Highly satisfied u25 10.8
3919
mean 4,063
median 4. 244
standard deviation 1.906
variance 3.634
kurtosis -1.099
sKewness -.166
62. How dc you evaluate your present Air Force Job?
I want a challenging job, and my present job 1s:
A. Boring 632 16.1
B. Not challenging 624 15.9
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Guestion N z
62. Continued
C. Somewhat chalienging 1113 28.4
D. Challenging 870 22.1
E. Very challenglng 592 15.1
I do not want a challenging job, and my present job 1s:
F. Boring 2 .6
G. Not challenging 14 .4
H. Somewhat challenging 21 .5
I. Challenging 16 b
J. Very challengiug 14 .4
3920
63. Do you think your job is preparing you to assume
future positions of greater responsibility?
A. Definitely no 785 20.1
B. Probably no 641 16.4
C. Undecided 42 11.3
D. Probably yes 1271 32.6
E. Definitely yes 76% 19.6
390
mean . 3.151
median 3.566
standard deviation 1.434
variance 2.056
kurtosis -1.330
skewness .673
64. Do you want a jot which has greater responsibility
than your current job?
A. Definitely no 170 h. y
B. Probably no 241 6.2
C. Undecided 646 16.5
D. Probably yes 1140 29.2
E. Definitely yes 1711 43.8
90
mean 4,019
median 4,287
standard deviation 1.114
variance 1.241
kurtosis -390
skewness -1.060
69. Which one of the following factors do you conslider
the most essential for having a satisfying job?
A. Challenging work 639 16.3
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Question N %
69. Continued

B. Recognition for my work 533 13.6
C. Sense of achlevement 1597 40.8

D. Encouragement to use initiative and
creativity 428 10.9
E. Having responsibility for a Jjob 235 6.0
F. Having a good supervison 294 7.5
G. Other 187 4,8

3913

70. The Air Force requires me to participate in too many
activities that are not related to my Job.

A. S5trongly disagree 308 7.9
B. Disagree 1052 26.9
C. Undecided 744 19.0
D. Agree 1128 28.8
E. Strongly agree 682 17.4
3915
78. Leadership/Supervision Satisfaction.
A. Highly dissatisfiled quy 11.3
B. 383 9.8
C. 549 14.0
D. Neutral 974 24.9
E. 779 19.9
F. 534 13.6
G. Highly satisfied 253 6.5
mean 3.990
median 4.098
standard deviation 1.697
variance 2.878
kurtosis -.770
skewness ~.176
79. What 1s your opinion of* the quality of leadership
in the Ailr PForce?
A. Excellent 122 3.1
B. Above average 828 21.1
C. Average 1561 39.8
D. Below average 745 19.0
E. Poor 516 13.2
F. No opinion 148 3.8
3920

80. What kind of influence does your immedlate supervisor
have on your organization?
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Question N %
80. Continued
A. Very favorable 564 14.4
B. Favorable 1353 34.5
C. Neutral 1018 26.0
D. Unfavorable 4yo 11.2
E. Very unfavorable 248 6.3
F. Don't know 295 7.5
81. Are you glven the freedom you need to do your job well?
A. Never 229 5.9
B. Seldom 571 1b4.
C. Sometimes 1115 28.5
D. Often 1202 20.7
E. Always 791 20.2
3908
mean 3.449
median 3.532
standard deviation 1.139
varilance 1.296
kurtosis -.736
skewness -.058
82. Does your immediate supervisor give you recognition
for a job well done?
A. Never 491 12.6
B. Seldom 758 19.4
C. Sometimes 1355 34.7
D. PFrequently 877 22.4
E. Always 427 10.9
3908
mean 2.998
median 3.020
standard deviation 1.165
variance 1.358
kurtosis -.736
skewness -.058

83. What is your opinlon of discipline in today's Alr Force?

A. Too strict 456 11.6

B. Somewhat strict 850 21.7

C. About right 1137 29.1

D. Somewhat lenient 725 18.5

E. Too lenient 504 12.9

P. No opinion 231 6.1
9
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Question
110. Lquity Satisfactilon

A Highly dissatisfled
B

c.

D. Neutral

E.

F

G Highly satisfied

mean

median

standard deviation
variance

kurtosis

skewness

|=
{w

o]
N,
U
N
0N
WO EDNTNN

4,217
4.331
1.726
2.979
-.761
-.276

1... Do you feel that the work you are now doing 1is

appropriate to the grade you hold?

Much too high
Somewhat too high
About right
Somewhat too low
Much too low

Nc opinion
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121. There are more favorable features about the Alr Force
as a place to live and work than unfavorable ones.

A. VYes
B. Undecided
c. No

123. Personal Growth Satisfaction
A. Highly dissatisfied

C.

D. Neutral

E.

F.

G. Highly Satisfled

mean

medlan

standard deviation
varlance

131

1568 40.7
624 16.1



123. Cont

kurtosis
skewness

127. How

Questlon N 3
inued
-.628
-.375
often are you given feedback from your supervisor

about your Jjob performance?
A. Never 527 13.6
B. Seldom 1142 29.4
C. Sometimes 1247 32.1
D. Frequently 772 19.9
E. Very Trequently lg 5.0
3885
128. How often do you and your supervisor get together
to set your personal performance objectives?
A. Never 1396 36.0
B. Seldom 1063 2T7.4
C. Sometimes : 897 23.1
D. PFrequently buyp 11.3
E. Very frequently 84 2.2
3880
131. Personal Standing Satisfaction
A. Highly dissatisfled ) 343 8.8
B 308 7.9
C. 482 12.4
D. Neutral 787 20.2
E. g34 24.0
F 751 19.3
G Highly satisfiled 288 7.4
3893
mean 4.301
median 4.528
standard deviation 1.679
variance 2.821
kurtosis -.657
skewness -.408
150. Health Satisfaction
A. Highly dissatisfied 276 7.1
B. 299 7.7
C. 4o6 10.5
D. Neutral 549 14.1
E. 795 20.5
PF. ggg 21.6
G. Highly satisfled 17.2
3879
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Question
150. Continued

mean

median

standard deviation
varliance

kurtosis

skewness

|

.706
.015
.796
.224
.701
.543

I WU

151. Job Satisfaction Scores - derived by combining
the responses to questions number 65 through 68.

mean

median

mode

standard error
standard deviation
variance

kurtosis

skevness

133

168

17.155
17.786

.082
5.106
26.076
-.374
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APPENDIX C

Resrounses to Selected Question from the

Quality of Air Force Life Survey

(Officers)
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The following is a summary of selected responses for the
overall category of officers. The number of individuals
responding as well as the percentages are given.

Question N 2

3. What 1s your present active duty grade?

A. Colonel 6 .5
B. Lieutenant Colonel 13 1.1
C. Major 43 3.5
D. Captailn 298 24,2
E. PFirst Lieutenant 469 38.2
F. Second Llieutenant 4oo 32.5
122
I, What is your command of assignment?

A. Alaskan Air Command g T
B. U.S. Air PForce Academy 6 .5
C. Aerospace Defense Command 43 3.5
D. U.3. Air PForce In Europe 63 5.1
E. Ailr ¥orce Accounting and Flnance

Center 2 .2
F. Alr Porce Loglstics Command 27 2.2
G. Air Force Systems Command 81 6.6
H. Air Reserve Personnel Center 2 .2
I. Air Yraining Command 269 21.9
J. Air University 12 1.0
K. U.S. Air PForces Southern Command 3 .2
L. Headquarters Air Force Reserve 2 .2
M. Headquarters USAF 8 .7
N. Air Porce Data Automation Agency 3 2
0. Headquarters Command 15 1.2
P. Military Adirlift Command 170 13.9
Q. Pacific Air Porces 29 2.4
R. Strategic Air Command 323 26.3
S. Tactical Air Command 106 8.6
T. USAF Security Service 14 1.1
U. Air Force Military Personnel Center 3 .2
W. Air Force Audit agency 1 .1
¥. Ailr Force Office of Specilal

Investigation 1l .1
Y. Other 35 2.9

1227
5. How much total active federal military

service have you completed?
A. Less than 1 year 189 15.5
B. 1 year but less than 2 200 16.4
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wuestion N
Continued
C. 2 years but less than 3 216
D. 3 years but less than 4 245
E. U4 years but less than 5 211
F. 5 years but less than 6 158
1219
What 1s your highest level of education now?
A. Grammar schoocl 1
B. Grammar school graduate 2
C. High school 3
T. High school graduate 3
E. Trade or technical school 2
G. One year college, less than 2 years 5
H. Two years college, but less than 3 years 13
I. Three years or more of college
J. Registered Nurse Diploma program 32
K. College degree 614
L. Graduate work 280
M. Master's degree 116
N. Postgraduate work 35
0. Doctorate degree __89
1202
what 1is your marital status?
A. Married 802
B. Never been married 366
C. Divorced and not remarried 32
D Legally separated 11
E Widower/widow 2
121
How many dependents do you have?
A. None 432
B. One 366
C. Two 240
D. Three 132
E. Four 28
F. Pive 10
G. Six 6
H. Seven 2
I. Eight or more 2
1218

Which of the following do you consider yourself?

A. Black

by
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Question

§. Continued

gmooty

Spanish or Mexican American
American Indlan

Oriental American

White

QOther

10. What 1is your sex?

A.
B.

11. Which one of the following describes your

Male
Female

|

1103
111

attitude toward making the Alr Force a career?

moOWwa

mean
median
mode
standard
standard
variance
kurtosls
skewness

Definitely ves
Probably yes
Undecided
Probably no
Definitely no

error
deviation

207
351
339
166
162
1225

|wa

—
o o N il VIR

16.
28.
27.
13.
13.

[[S Mo Yo X RVa)

2.776
2.661
2.000

036
1.256
1.578
-.857

. 317

17. What is your current primary aeronautical rating?

B.
C.
D.
E.

Pilot
Navigator
Flight Surgeon
Non-rated

19. Economic Standard Satisfaction

A.
B.
c.
D.
E.
F.
G.

Highly dissatisfied

Neatral

Highly satisfied

137

337

<117

62
113
1229
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Question N .3
13. Continued
mean 5.037
median 5.202
standard deviation 1.400
variance 1.960
kurtosis .275
skewness -.751
21. Economic Security Satlsfactlon
A. Highly dissatisfiled 55 4,5
B. 89 7.3
C. 175 14.3
D. Neutral 182 14.8
E. 322 26.2
F. 266 21.7
G. Highly catisfied 138 11.2
1227
mean : 4,611
median 4,849
standard deviation 1.614
variance 2.606
xurtosis -.57k
skewness -.u453

26. During the past year how many of ﬁhese nine holidays
were you not able to take off because you were required
to be at work in a duty status?

A. 0 days 431 35.2
B. 1 day 176 14.4
C. 2 days 165 13.5
D. 3 days 136 11l.1
E. U4 days 106 8.7
F. 5 days 77 6.3
G. 6 days 56 4.6
H. 7T days 43 3.5
I. B8 days 19 1.6
J. 9 days 14 1.1
1223
mean 3.157

29. Even though the dollar does not go as far as 1t used to,
I am having no real problems in making ends meet.

A. Strongly disagree 69 5.6
B. Disagree 271 22.1
5. Undecided 101 8.2
D. Agree 608 U49.7
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Question N
29. Continued
E. Strongly agree i77
1226
37. Free Time Satisfaction
A. Highly dissatisfied 61
B. 127
C. 181
D. Neutral 200
E. 302
F. 234
G. Highly satisfied 124
1229
mean 4
median 4,
standard deviation 1
variance 2
kurtosis -
skewness -
61. Work Satisfaction
A. Highly satisfied 121
B. 132
C. 145
D. Neutral 146
E. 291
F. 250
G. Highly satisfied 142
1227
mean g,
median 4,
standard deviation 1.
variance 3.
kurtosis -
skewness -

62. How do you evaluate your present Air Force job?

I want a challenging job, and my present job 1is:

A. Boring 99
B. Not challenging 134
C. Somewhat challenging 329
D. Challenging 365
E. Very challenging 292

I do not want a challenging jJob, and my present job
F. Boring 2

139

14.

10.
14.

24.

19.
10.

.426

651

.656
.743
.783
. 309

401
967
382
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Question N 13
62. Continued
G. Not challenging Z .2
H. Somewhat challenging 2 . 2
J. Very challenging 2 .2
1227

63. Do you think your job is preparing you to assume
future positions <f greater responsibility?

A. Definitely no 144 11.8
B. Probably no C171 14.0
C. Undecided 115 9.4
D. Probably yes 418 34.1
E. Defilnitely yes 377 30.8
1225
mean 3.582
median 3.937
standard deviation 1.358
variance 1.845
kurtosis -.832
skewness -.676

64, Do you want a jJob which has greater responsibilitvy
than your current job? .

A. Definitely no 22 1.8
B. Probably no 58 u.7
C. Undecided 75 6.1
D. Probably yes 294 24.0
E. Definitely yes 176 63.3
1225
mean h.u2y
median 4,711
standard deviation .93
variance .867
xurtosis 2.905
skewness -1.821
69. Which one of the following factors do you consider
the most essential for having a satisfying job?
A. Challenging work 232 19.0
B. Recognition for my work 122 10.0
C. Sense of achievement 578 A47.3
D. Encouragement to use initiative and
creativity 137 11.2
E. Having responsibility for a job 60 4.9
F. Having a good supervisor 39 3.2
G. Other 4.5

=22
1223
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Question N x

70. The Air Force requires me to participate in too many
activities that are not related to my Job.

A. Strongly disagree 90 7.4

5. Disagree 384 51.4

C. Undecided 214 17.5

D. Agree 355 29.0

E. Strongly agree 181 14.8
122%

78. Leadership/Supervision Satisfaction

A. Highly dissatisfied 107 8.7
B. 113 9.2
C. 172 1l4.0
D. Neutral 225 18.4
E. 295 24.1
F. 255 18.4
G. Highly satisfied 2 7.3
122
mean 4.239
median 4,098
standard deviation 1.693
variance 2.868
kurtosis . -.769
skewness -.337

79. What 1is your opinion of the quality of leadership
in the Air Force?

A. Excellent 42 3.4

B. Above average 392 32.1

C. Average 486 39.7

D. Below average 182 14.9

E. Poor 105 8.0

F. No opinion 16 1.3
1223

80. What kind of influence does your immediate supervisor

have on your organization?

A. Very fzvorable 207 16.9

B. PFavorable 512 41.8

C. Neutral 287 23.4

D. Unfavorable 118 9.6

E. Very unfavorable 63 5.1

F. Don't know 38 3.1
1225

8§1. Are you given the freedom you need to do your job well?

A. Never
B. Seldom
141
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Question
81. Continued

C. Sometimes
D. Often
E. Always

mean

median

standard deviation
varliance

kurtosis

skewness

1=
1)

323 26.4
442 36.2
264 21.6

.604
.715
.056
.116
453
.451

I PHWW

82. Does your immedlate supervisor give you recognition

for a job well done?

A. Never
B. Seldom
C. Sometimes
D. Frequently
E. Always
mean
median
standard deviation
variance
kurtosis
skewness

83. What is your opinion of discipline in today's Air Force?

A. Too strict

B. Somewhat strict
C. About right

D. Somewhat lenlent
E. Too lenient

F. No opinion

110. Equity Satisfaction
A. Highly dissatisfied
B.
c.
D. Neutral
E.

F.
G. Highly satisfiled

142

80 6.5
191 15.6
450 36.7
361 29.5
143 11.7

1225

3.242

3.259

1.059

1.121

-.424

-. 233

59 4.8
203 16.6
l2s 34.8
299 24.5
198 16.2

3i 3-0

1221

71 5.9
103 8.5
154 12.8
202 16.7
269 22.3
287 23.8
121 10.0

1207

4,524



Question
110. Continued

median

standard deviaticn
variance

kurtosis

skewness

=
T

L7173
674
.802
.684
.452

[ I I S I =

111. Do you feel that the work you are now doing 1s

appropriate to the grade you ho.d?

Much too high
Somewhat too high
Abcut right
Somewhat too low
Much too low

N¢e opinion

HmoOw»

1258

42
101
777
187
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121. There are more favorable features about the Air Force
as a place to live and work than unfavorahle ones.

A. Yes
B. Undecided
C. No

123. Personal Growth Satisfaction

A Highly dissatisfiled
B

c.

D. Neutral

E.

F

G Highly satisfied

mean

median

standard deviation
variance

kurtosis

skewness

653 54.4
380 31.6

168 14.0
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127. How often are you given feedback {rom your supervisor

about your job performance?

A. Never

B. Seldom

C. Sometimes

D. Frequently

E. Very frequently
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Question

N

z

128. How often do you and your supervisor get togetner

to set your personal performance objectives?

A. Never

B. Seldom

C. Sometimes

D. Frequently

E. Very frequently

131. Personal Standing Satisfactlon

A Highly dissatisfied
B
C.
D. Neutral
E.
F
G Highly satisfied
mean
median
standard deviation
variance
kurtosis
skewness

150. Health Satisfaction

A. Highly dissatisfled

o

C.
D. Neutral
E.
F.
G.

Highly satisfied

mean

median

standard deviation
varlance

kurtosis

skewness

383
379
276
140

30

1208

31.7
31.4
22.8
11.6

2.5

O N
o e

15.
29.
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.865
.102
.438
.069

. 145

109

151. Job Satisfaction Scores - derived by combining
the responses to questions number 65 through 68.

u.
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Question

151. Continued

mean

median

mode

standard error
standard deviation
variance

kurtosis

skewness

145
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=
n
n

1178
.000

.136

.758
.634
.243
.515
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APPENDIX D

Responses to Selected Questions from the

Quality of Air Force Life Survey

(Rated Officers)
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The following is a summary of selected responses for the
category of rated officers. The number of individuals respon-

ding as we.l as the percentages are glven.

Question N 13

3. What 1s your present duty grade?
A. Colonel 5 1.0
B. Lieutenant.Colonel 10 1.9
C. Major 9 1.7
D. Captain 137 26.6
E. First Lieutenant 237 Uus5.9
F. Second Lieutenant 118 22.9

516

4, what is your command of assignment?
A. Alaskan Air Command 1 .2
B. U.u. Ailr Force Academy 4 .8
C. Aerospace Uetfense Command 16 3.1
D. U.S. Air Forces In Europe 27 2.5
F. Air Force Logistics Command 1 .2
G. Alr Force Systems Command 8 1.6
H. Air Reserve Personnel Center 1 .2
I. Air Training Command 133 25.8
J. Air University 2 .4
K. U.S. Air Porces Southern France 1l .2
L. Headquarters Air Force Reserve 1 .2
M. Headquarters USAF 3 .6
0. Headquartcrs Command 1l .2
P. Military Airlift Command 105 20.3
Q. Pacific Ailr Forces 15 2.9
R. Strateglc Alr Command 121 23.4
S. Tactical Air Command 57 11.0
T. USAF Security Service 10 1.9
U. Air Force Military Personnel Center 2 .ﬁ
Y. Other % 1.

51

5. How much total active federal military
service have you completed?
A. Less than 1 year 24 4.7
B. 1 year but less than 2 64 12.5
C. 2 years but less than 3 108 21.1
D. 3 years but less than b 115 22.5
E. '4J years but less than 5 122 23.9
F. 5 vears but less than 6 78 15.3

511
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10.

guestion

what is your highest level of education now?

Grammar school graduate

High school

High school graduate

Trade or technical school

One year college, less than 2 years
Two years college, but less than 3 years
Three years or more of college
Reglistered nurse diploma program
College degree

Graduate work

Master's degree

Postgraduate work

Doctorate degree

v e e

. e

oZRrRUHIIOAMUOD

What 1is your marital status?

Married

Never been married

. Divorced and not remarried
Legally separated

oow

ool

ow many dependents do you have?

None

One

Two

Three

Four

Five

Six

Seven

Eight or more

HTxOWMmOoOOw>

| =
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Which of the following do you consider yourself?

A. Black

B. Spanish or Mexican American
C. American Indian

D. Oriental American

E. White

F. Other

What 1s your sex?

A. Male
B. Female

148
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516

7
2
M
6
6
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Question

11. Which one of the following describes your

| =

attitude toward making the Alr Force a career?

A. Definitely yes
B. Probably yes
C. Undecided
D. Probably no
E. Definitely no
mean
median
mode

standard error
standard deviation
variance

kurtocsis

skewness

kL

17-9
30.2
29.4
12.9

9.6

.659

2
2.563
2

.000
.004

.099
.010

.647

.382

17. What 1is your current primary aeronautical rating?

A. FPllot
b. Navigator
C. Flight surgeon

19. Economic Steandard Satisfactlion

A Highly dissatisfied
B

C.

D. Neutral

E.

F

G Highly satisfiled

mean

median

standard deviation
variance

kurtosis

skewness

21. Economic Security Satisfaction

A. Highly dissatisfied

oQw

. Neutral
E.

'z

G. Highly satisfied

149

337
117

62
516

24
32

171
154

516

5.
5.
1.
1.

21

87
77
142

51t

65.3
22.7
12.0

W
WO WM O

e e e e e
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289
312
721
419
786
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Question N l

21. Continued

mean 4,486
median $.718
standard deviation 1.587
varlance 2.518
kurtosis -.663
skewness -.337

26. During the past year how many of these nine holidays
were you not able to take off because you were required
to be at work in a duty status?

A. 0 days 121 23.5
B. 1 day 75 14.6
C. 2 days 89 17.3
D. 3 days 74 14.4
E. 4 days 65 12.6
F. S days 34 6.6
G. 6 days i1 6.0
H. T days 13 2.5
I. 8 days 6 1.6
J. 9 days L .t
510
mean 3.494

29. Even though the dollar does not go as far as 1t used to,
I am having no real problems making ends mecet.

A. Strongly disagree 29 5.6
B. Disagree 106 20.5
C. Undecided 52 10.1
D. Agree 250 48.4
E., Strongly agree 5%% 15.3

37. Free Time Satisfactilon

A. Highly dissatisfied 33 6.4
B. 62 12.0
C. 82 15.9
D. Neutral 84 16.3
E. 130 25.2
F. 93 12.0
G. Highly satisfiled 2 .2
53
mean 4,207
median 4,464
standard deviation 1.646
variance 2.708
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Question N i
37. Continued
kurtosis -.853
skewness -.263
61. Work Satisfaction
A. Highly dissatisfied by 8.5
B. 42 8.2
C. 53 10.3
D. Neutral 58 11.3
E. 151 29.3
F. 103 20.0
G. Highly satisfying 64 12.4
515
mean 4.suy
medaian 4.901
standard deviation 1.766
variance 3.120
kurtosis -.637
skewness -.556
62. How do you evaluate youvr present Air Force Joub?
I want a challenging jJcb and my present job 1is:
A. Roring 29 5.6
B. Not challenging 35 6.8
C. Somewhat challenging 137 26.6
D. Challenging 182 23£.3
E. Very challenging 129 25.0
I do not want a challenging job and my present job is:
F. Boring 1 .2
G. Not challenging 1 .2
H. Somewhat challenging 1 .2
J. Very challenging 1 .2
516
63. Do you think your job 1s preparing you to as.rume
future pusitions of greater responsibility?
A. Definitely no 58 11.3
B. Probably no 67 13.0
€. Undecided he 8.9
D. Probably yes 178 34.6
E. Definitely yes 166 32.2
515
mean 3.635
median 3.986
standard deviation 1.348
variance 1.816



Question
63. Continued

kurtosis
skewness

|12

e

717
744

64. Do you want a job which has greater responsibility

than your current job?

Definitely no
Probably no
Undecided
Probably yes
Definitely yes

moow>

mean

median

standard deviation
variance

kurtosis

skewness

N
U ot
VWO WO

Lu27
<137

.962
.925

2.
-1,

703
823

69. Which one of the following factors do you corsider
the most essentlal for having satisfying work?

activities that are not related to my Job.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

78. Leadership/Supervision Satisfaction
A. Highly dissatisfied

. Neutral

QEMEBOOm

Highly satisfied

152

A. Challengling work

B. Recognitlion for my work

D. Ercouragement to use initiative and
creativity

C. Sense of achlevement

E. Having responsibility for a job

F. Having a good supervisor

G. Other

79
67

50
252
29
17
21

[l ot
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70. The Air Force requires me to participate in too many

34
170
100
135
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Question

78. Continued

mean

median

standard deviation
variance

kurtosis

skewness

|2
k3

.331
.613
.620
.626
.665
. 388

LI B \S T o g~

79. What is your opinion of the quality of leadership

ir the Air Force?

Excellent
Above average
Average

Below average
Poor

No opinion

Mmoo >

17 3.3
169 32.9
206 40.2

77 15.0

%] 8.2
2 b
513

80. What kind of influence does your immediate supervisor
have on your organization?

Very unfavorable
Don't know

A. Very favorable
B. PFavorable

C Neutral

D Unfavorable

E

F.

WO &~ o~

85 1lé.
230 44.
130 25.

33 6.

20 3.
A7 3.
515

81. Are you given the freedom you need to do your job well?

A. Never
B. Seldom
C. Sometimes
D. Often
E. Always
mean
medlian
standard deviation
varlance
kurtosis
skewness

15 2.9
66 12.8
140 27.2
203  39.5

3%% 17.5

3.558
3.677
1.015
1.031
-.3k9
-4y
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Question N z
82. Does your supervisor give you recognition for
a Job well done?
A. Never 22 h.3
B. Seldom §2 16.0
C. Sometimes 186 36.2
D. Frequently 173 33.7
E. Always 51 9.9
51
mean 3.290
median . 3.323
standard deviatlon ..991
variance .982
kurtosis -.340
skewness ~-.256

83. What is your opinion of discipline 1in today's Air Force?

A. Too strict 27 5.3

B. Somewhat strict 87 17.0

C. About right 204 39.9

D. Somewhat lenient 119 23.3

E. Too lenient 63 12.3

F. No opinion 11 2.2
) 511

110. Equity Satisfaction

A. Highly dissatisfied 31 6.2
B. 43 8.6
C. 63 2.6
D. Neutral 82 16.4
E. 112 22.3
F. 123 24.5
G. Highly satisfiled gﬂl 9.4
0l
mean 4.513
median 4,781
standard deviation 1.679
variance 2.818
kurcosis -.684
skewness -. 472
111. Do you feel that the work you are now doing is
appropriate to the grade you hold?
A. Much too high 12 2.4
B. Somewhat too high 27 5.4
C. About right 371 74.3
D. Somewhat too low 67 13.5
E. Much too low 7 1.4
P. 3.0

No opinion lg
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Question

N

3

122. There are more favorable features about the Air Force

as 3 place to live and work than unfavorable ones?

A,
B.
C.

Yes
Undecided
No

123. Personal Growth Satisfactilon

A
B
c.
D.
E.
F
G

mean
median

Highly dissatisfied

Neutral

Highly satisfied

standard deviation

variance
kurtosis
skewness

287
143

67
557

34
i3
55
65
169
106
29
501

[ IOV ol =g =g [

52.
28.

13.

1 o3

11.
13.
33.
21.

[e NN NoNe Yo o]

449
.817
.60k
.572
137
.629

127. How often are you given feedback from your supervisor
about your Jjob performance?

A.
B.
c.
D.
E.

128. How often do you and your supervisor get together
to set your personal performance cbjectives?

A.
B.

Mmoo

Never

Seldom
Sometimes
Frequently

Very frequently

Never

Seldom
Sometimes
Frequently

Very frequently

155

16
107
175
174
39
502

134
158
136
65
8
501

3.2
21.2
34.9
34.7

6.0

45.5
31.5
27.1
13.0

1.6



Question N 1.3

131. Personal Standing Satisfaction

A. Highly dissatisfiled 11 2.2
B. 28 5.6
C. 52 10.3
D. Neutral 70 13.9
E. 152 30.3
F. 150 29.9
G. Highly satisfied 39 7.8
502
mean 4.853
median 5.092
standard deviation 1.414
variance 1.998
kurtosis .014
skewness -.735

150. Health Satisfactlon

A. Highly dissatisfled 31 6.2
B 43 8.6
C. 61 12.2
D. Neutral 48 9.6
E. 123 2u.5
F 110 21.9
G. Highly satisfled 85 17.0
501
mean 4.715
median 5.049
standard deviation 1.780
variance 3.168
kurtosis -.725
skewness -.541

151. Job Satisfaction Scores - derived by combining
the responses to questions number 65 through 68.

Mw L ~NwnunonoosEnon
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1
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Question

151. Continued

19.
20.
21.
22.
23.
24.
25.
26.
27.
28.

mean

median

mode

standard error
standard deviation
variance

kurtosis

skewness

15

ke 4
i

w
-
N O

« . .
M ANANOANNIO EMVO

.170
877
.000
.188
.259
.142
<177
.595
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APPENDIX E

Responses to Selected Questions from the

Quality of Air Force Life Survey

(Non-Rated Officers)
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The following 1s & summary of selected responses for the
category of non-rated officers. The number of individuals

responding as well as the percentages are given.

Question N z
3. What is your present actlve duty grade?
A. Colonel 1 .1
B. Lileutenant Colonel 3 L4
C. Major 34 4.8
D. Captain 161 22.6
E. First Lieutenant 232 32.5
F. Second Lieutenant 282 39.6
713
4. What 1s your command of assignment?
£. Alaskan Air Command 8 1.1
B. U.S. Alr Force Academy 2 .3
C. Aerospace Defense Command 27 3.8
D. U.S. Air Forces in Europe 36 5.1
E. Air Force Accounting and Finance
Center 2 .3
F. Air Force Logistics Command 26 3.7
G. Air Force Systems Command 73 10.3
H. Air Reserve Personnel Center L .1
I. Air Training Command 136 19.1
J. Air University 10 1.4
K. U.S. Air Forces Southern Command 2 -3
L. Headquarters Air Force Reserve 1l .1
M. Headquarters USAF 5 .71
N. Air Force Data autumation Agency 3 .4
0. Headquarters Command 14 2.0
P. Military Airlift Command 65 9.1
Q. Pacific Ailr Forces 14 2.0
R. Strategic Air Command 202 28.4
S, Tactical Air Commanrd
T. USAF Security Service 4 .6
U. Air Force Military Personnel Center 1l .1
W. Air Force Audit Agency 1 .1
X. Air Force Office of Speclal
Investigation 1 .1
Y. Other 28 3.9
711
5. How much total active federal military
service have you completed?
A. Less than 1 year 165 23.3
B. 1 year but less than 2 136 19.2
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Questlion N
Continued
C 2 years but less than 3 108
D 3 years but less than 4 130
E. U4 years but less than 5 89
F 5 years but less than 6 80
708
What 1s your highest level of education now?
A. Grammar school 1
C.- High school 1
D. High school graduate 1
G. One year college, but less than 2 years y
H. Two years college, but less than 3 9
I. Three years or more of college 3
J. Reglstered nurse diploma program 30
K. College degree 283
L. Graduate work 172
M. Master's degree 89
N. Postgraduate work 28
0. Doctorate degree 73
(323
What 1s your marital status?
A. Marr’led 442
B. Never been marriled 246
C. Divorced and not remarrled 18
D. Legally separated 3
E. Widower/widow _2
711
How many dependents do you have?
A. None 289
B. One 208
C. Two 125
D. Three 64
E. PFour 18
F. Five 5
G. Six 3
I. Eight or more 1
713
Which of the following do you consider yourself?
A. Black 23
B. Spanish or Mexican AmeriIcan 10
D. Oriental American 10
E. White 642
F. Other 28
713

160
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10. What
A.
B.

1i. Whic
towa

moow>r

mean
median
mode
standard
standard
varlance
kurtosis
skewness

19. Ezon

oO"moOQw>

mean
medlan
standard
variance
kurtosis
skewness

21. Econ
A.
B.
c.
D.
E
F
G

Question

is your sex?
Male
Female
h of the following describes your
rd making the Air Force a career?
Definitely yes

Probably yes
Undecided

Probably no
Definitely no

error
deviation

omic Standard Satisfaction

Highly dissatisfied

Neutral

Highly satisfled

deviation

omic Security Satisfaction

Highly dissatisfied

Neutral

Highly satisfied

161

=
ko)

617

87.0

292 13.0

709
attltude

115
196

188 -

100

113

713

NN

16.
27.
14.
15.

N
(o)}
WO HUIIN

.860

.739
.000

.0b9

e

.296
.679
.991

.254

20
28
69
100
220
180

4,
5.
1.
2.

34

88
105
180
168
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mean
median
standard
variance
kurtosis
skewn’.ss

Question

deviation

N

4.702
4.953
1.629
2.655
- 475
-.544

|sR

26. "uring the past year how many of these nine holldays
were you not able to take off because you were required

to b

LUHTQEMOOm >

mean

e at work in a duty status?

days
day

days
days
days
days
days
days
days
days

OO~ EFWNHO

310
101
76
62
41
43
25
30
11
10
708

2.913

SO O~

29. Even though the dollar does not go as far as it used
I am having no real problems in making ends meet.

MmO w>»

37. Free

A.
B.

QEmMEIOQ

mean
median

Strongly disagree
Disagree

Undecided

Agree

Strongly agree
Time Satisfaction

Highly dissatisfied

Neutral

Highly satisfled

standard deviation

variance
kurtosis
skewness

162

4o
155
49
358
98
710

28
65
99
116

5.
23.
6.
50.
13.
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Question N 13

61. Work Satisfaction

A. Highly dissatisfled 77 0.8
B. 90 12.6
C. 92 12.9
D. Neutral 88 12.4
E. 140 19.7
F. 147 20.6
G. Highly satisfied _78 11.0
712
mean 4,232
median 4,564
standard deviation 1.889
variance 3.568
kurtosis -1.129
skewness -.259
€2. How do you evaluate your present Air Force job?
I want a challenging job, and my present job is:
A. Boring 70 9.9
B. Not challenging 99 13.9
C. Somewhat challenging ige 27.1
D. Challenging 183 25.8
E. Very challenging 163 22.9
I do not want a challenging job and my present Jjob is:
F. Boring 1 .1
¢. Not challenging 1l .1
H. Somewhat challenging 1 .1
J. Very challenging _ 1 .1
711
63. Do you think your job is preparing you tc assume
future positions of greater responsibiliity?
A. Definitely no 86 12.1
B. Probably no 104 14.6
C. Undecided 69 9.7
D. Probably yes 240 33.8
E. Definitely yes 211 29.7
710
mean 3.544
median 3.900
standard deviation 1.366
variance 1.865
kurtosis ~.906
skewness -.629
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Question N %
64. Do you want a job which has greater responsibility
than your current job?
A. Definitely no 12 1.7
B. Probably no 31 b4
C. Undeclded 42 5.9
D. Probably yes 187 26.3
E. Definitely yes 440 61.7
12
mean 4. 421
median 4.691
standard daviation .909
variance .826
kurtosis 3.056
skewness -1.817
69. Which one of the following factors do you consider the
most essential for having a satisfylng job?
A. Challenging work 153 21.6
B. Recognition for my work 55 7.8
C. Sense of achievement 326 Uu6.0
D. Encouragement to use initiative and
creativity 87 12.3
E. Having responsibility for a job 31 b.4
F. Having a good supervisor 22 3.1
G. Other _j_l% §.8
70
70. The Air Force requires me to participate in too many
activities that are not related to my job.
A. Strongly disagree 56 7.9
B. Disagree 214 30.1
C. Undecided 114 16.1
D. Agree 220 31.0
E. Strongly agree 106 14.9
710
78. Leadership/Supervision satisfaction
A. Highly dissatisfied 74 10.4
B. 65 9.2
c. 97 13.7
D. Neutral 139 19.6
E. 153 21.5
F. 128 18.0
G. Highly satisfied 72% 7.6
1
mean 4,172
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Question
78. Continued

medilan

standard deviation
variance

kurtosis

skewness

1<
ja_

.356
LT3
.037
.34y
.292

I W

79. What 1is your opinion of the guality of leadership

in the Air Force?

A, Excellent

B. Above average
C. Average

D. Below average
E. Pocr

F.

No opinion

80. What kind of influence does your immediate

have on your organlzation?

A. Very favorable
B. Favorable
Neutral
Unfavorable

Very unfavorable
Don't know

HEO O

25 3.5
223 31.b4
280 39.4
105 14.8

63 8.9
_1h 2.0
710
supervisor
122 17.2
282 39.7
157 22.1

85 12.0

43 6.1
21 2.9
710

81. Are you given the freedom you need to do your job well?

A. Never

B. Seldom

C. Sometimes

D. OJften

E. Always
mean
median
standard deviation
variance
kurtosis
skewness

24 5.4
88 12.4
183 25.8
239 33.8

%%g 24.6

3.637
3.T4T7
1.085
1.176
-.516
-.he67

82. Does your immedlate supervisor give you recognition

for a job well done?

A. Never
B. Seldom
C. Sometimes

165

58 8.2
109 15.3
264 37.1



Question N %
82. Continu-:d
D. Frequently 188 26.4
E. Always 92 12.9
mean 3.207
median 3.2:4
standard deviation 1.105
variance 1.221
kurtosis -.507
skewness -.202
83. What is your opinicn of discipline in tcday's Alr Force?
A. Too strict 32 4.5
B. Somewhat strict 116 16.3
C. About right 221 31.1
D. Somewhat lenient 180 25.4
E. Too lenient 135 19.0
F. No opinion 26 3.7
10
110. Equity Satlsfactlon
A. Highly dissatisfiled 4o 5.7
B. 60 8.5
c. 91 12.9
D. Neutral 120 17.0
E. 157 22.2
F. 164 23.2
G. Highly satisfiled T4 10.5
706
mean 4.533
median L.768
standard deviation 1.672
variance 2.794
kurtosis -.685
skewness -. 437
111. Do you feel that the work you are now doing 1is
appropriate to the grade you hold?
A. Much too high 30 4.2
B. Somewhat too high T4 10.4
C. About right ho6 57.3
D. Somewhat too low 120 16.9
E. Much too low 43 6.1
F. No opinion 5.1
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Question N *

121. There are more favorable features about the Air Force
as a place to live and work than unfavorable ones.

A. Yes 366 52.0
B. Undecided 237 33.7
C. No 101 14.3
708
123. Personal Growth Satisfaction
A. Highly dissatisfied 60 8.5
B. 62 8.8
C. 86 12.1
D Neutral 87 12.3
E. 196 27.7
F. 171 24.1
G Highly satisfied 46 6.5
708
mean L. 404
median 4,801
standard deviatic 1.704
varlance 2.903
kurtosis -.700
skewness -.552

127. How often are you given feedback from your supervisor
about your Jjob performance?

A. Never 62 3.8
B. Seldom 173 24.4
2. Souetimes 226 32.0
D. Frequently 192 27.2
Z. Very Frequently 75; 7.6
0
128. How often do you and your supervisor get together

to set ycur personal performance objectives?

A. Never 249 35.2
B. Seldom 221 31.3
C. Sometimes 140 19.8
D. Frequently 75 10.6
E. Very frequently 22 3.1

707
131. Personal Standing Satisfaction

A. Highly ais.atisfled 25 2.5
B. 32 4.5
c. 60 8.5
2. Neutral 116 16.3
E. 200 28.2
F. 212 29.8
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Question
131. Continued

G. Highly satisfied

mean

medlian

standard deviation
varlance

kurtosis

skewness

150. Health Satisfaction

A Highly dissatisfied
B

cC.

D. Neutral

E.

F

G Highly satisfied

mean

medlian

standard deviation
variance

kurtosis

skewness

151. Job Satisfaction Scores - derived by combining

the responses to guestlons n

163

umber 65 through 68.

N
7t
71

4.873
5.110
1.457
2.122
.226
-.801
30
66
72 1
84 1
153 2
193 2
111 1
709
4.815
5.170
1.705
2.908
-.620
-.609
3
8
10
14
14
16
23
25
36
39
36
26
L8
49
60
53
52
e
20
37
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Question

151. Continued

26.
27.
28.

mean

mealan

mode

standard error
standard devlation
varliance

kurtosis

skewness

169

0J~aarq

70

17.880
18.600
22.000
.189
5.021
25.215
-.512
-.403
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ATPENDIX F

sponses to Selected Questions from the

<
- -

Quality of Air Force Life Survey

(Enlisted)
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The followlrg 1s a summary of selected responses for the
category of enlisted personnel. The number of 1ndividuals

responding as well as the percentages are glven.

Question N £
3. What 1s your present actlive duty grade?
H. Chief Master Sergeant Yy .1
I. Senior Master Sergeant 3 .1
J. Master Sergeant it .1
K. Technical Sergeant 5 .2
L. Stalf Sergeant 138 5.1
M. Sergeant 1116 41.3
N. Alrman First Class 970 35.9
0. Airman 378 14.0
P. Airman Basic 83 3.1
2701
4, What is your command of assigrment?
A. Alaskan Alr Command 39 1.4
B. U.S. Air Force Academy 9 3
C. Aerospace Defense Command 110 bh.1
D. U.S. Air Forces In Europe 250 9.3
E. Alr Force Accounting and Filnance
Center 15 .5
F. Air Force Logistics Command 62 2.3
G. Air PForce Systems Command 97 3.6
H. Alr Reserve rerscnnel Center 3 .1
I. Air Training Command 315 11.7
J. Alr University 19 .7
K. U.S. Air Forces Southern Command 1 .4
L. Headquarters Air Force Reserve 1 .0+
M. Headquarters U3AF 30 1.1
N. Air Force Data Automation Agency 2 .1
0. Headquarters Command 19 .7
P. Military Airlift Command 380 14.1
Q. Pacific Air Porces 76 2.8
R. Strategic Air Command 684 25.4
S. Tactical Air Command 408 1s5.2
T. USAF Security Service 37 1.4
U. Air Force Military Personnel Center 34 i.3
Y. 3

Other 90 3.
20692

5. How much total active federal military
serv.ce have you completed?

A. Less than 1 year 497 18.4
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Question

Cont inued

B. 1 year but less than 2

C. 2 years but less than 3
D. 3 years but less than U4
E. U years but less than 5
F. 5 years but less than 6

What 1s your highest level of education ncw?

OZXCrXRHIOQEIENOQWr

Grammar school

Grammar school graduate

High school

High school graduate

Trade or technical school

Some college, less than 1 year

One year college, less than 2 years
Two years college, but less than 3
Three years or more of cullege
College degree

Graduate work

Master's degree

Postgraduate work

Doctorate degree

What 1is your marital status?

A.
B.
c.
D.
E.

How

A.
B.
C.
D.
E.
F.
G.

Married

Never been married
Divorced and not remarried
Legally separated
Widower/widow

many dependents do ycu have?

None
Cne
Two
Three
Four
Five
Six

Which of the following do you consider

yourself?
A. Black
B. Spanish or Mexican American

172

1=

542
595
594
268

1380
1226

24
2698

1544
613
509
182

42

2700

4ok
102

=

20.1
22.1
22.0
9.9
7.4
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Question

9, Continued

Mo O

American Indian
Jriental American
White

Other

10. What 1is your sex?

A.
B.

11. Which one of the followlng descrilbes your

Male
Female

=

47
37
1981
125

3696

2L429

2693

attitude toward making the Alr Force a career?

moaOw>»

mean
median

. mode

standard
standard
variance
kurtosis
skewness

Definltely yes
Probably yes
Undecided
Probably no
Definitely no

error
deviation

19. Economic Standard Satisfactlon

QENMEOOw>»

mean
median

Highly dissatisfied

Neutral

Highly satisfiled

standard deviation

variance
kurtosis
Skewness

21. Economic Security Satisfaction

173

224
540
901
519
515

La) ‘) L)

1R

-3
sw e

20.
33.
19.
19.

.208
.150
.000

.023

LI I ol

260
257
502
774
486
253

a4

3.
3.
1.
2.

-

.202
.45
.871
.032

885
926
590
529

.510

025
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Question

21. Continued

QEmoawe

mean
medlian
standard
variance
kurtosis
skewriess

26. During the past
were you not ab
to be

gHIOEWEOOD >

mean

Highly dissatisfiled

Neutral

Highly satisfiled

deviation

days
day

days
days
days
days
days
days
days
days

O O-ITNhN EFWh O

=

177
126
275
66l
558

5%%% 15.

[EL)

6.
b,
10.
24.
20.
18.

NH~JON~O

L.631

1 o =

757
339
311
298
250
188
144
153
152

755

3.

.690
667
.778
.u28
Lu34

year how many of these nine holidays
le to take off because you were required
at work in a duty status?

28.
12.
11,
11.

WU T =\Q
« e e v e o
NN =ZO0OWH OOV

912

29. Even though the dollar does not go a3 far as 1t used to,
I am having no rezl problems 1n making ends meet.

A.
B.
C.
D.
E.

Strongly disagree
Disagree
Undecided

Agree

Strongly agree

37. Free Time Satisfz-cion

A.
B.
C.
D.

Highly dissatisfied

Neutral

174

499
939
331
807

Hi

288
215
332
636

18.5
34.8
12.3
29.9
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Question N 11
37. Continued
E. 511 19.0
_F. 390 1k.5
G. Highly satisfied 316 11.8
2688
mean 4. 228
median 4,300
standard deviation 1.785
variance 3.185
kurtosis -.798
skewness -.233
61. Work Satisfaction
A Highly dissatisfied 435 16.2
B 307 1i.b4
c. 315 11.7
D. Neutral 532 19.8
E. 4s4  16.9
F 326 13.6
G Highly satisfiled 283 10.5
2692
mean 3.926
median 4,043
standard deviation 1.919
variance 3.682
kurtosis 1.108
skewness ~.068

62. How do you evaluate your present Air Force job?

I want a challenging job, and my present job is:

A. Boring 533 19.8
B. Not challenging 49o 1i8.2
C. Somewhat challenglng 784 29.1
U. Challenging 505 18.8
E. Very challenglng 300 11.1
I do not want a challenging job, and my present Job 1is:
F. Boring _ 22 .8
G. Not challenging 12 .4
H. Somewhat challenging 19 .7
I. Challenging 16 16
J. Very challenging 12 A
2693

63. Do you think yaur job 1s pr.paring you to assume
future positions of greater responsibility?
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Question N %
63. Continued
A. Definitely no 641 23.9
B. Probably no k70 17.5
C. Undecided 327 12.2
D. Probably yes 833 31.8
E. Definitely yes g 8§ 14.5
2679
mean 2.954
median 3.199
standard deviation 1.424
variance 2.029
kurtosis 1.407
sKkewness -.115
64. Do you want a Job which has greater responsibllity
than your current job?
A. Definitely no 148 5.5
B. Probably no 183 6.8
C. Undecided 571 21.3
D. Probably yes 846 31.5
E. Definitely yes 285 34.8
26083
mean 3.834
median 4§.020
standard deviation 1.142
varlance 1.303
kurtosis -.010
skewness -.837
69. Which one of the following factors do you conslder
the most essential for having a satisfying Jjob?
A. Challenging work 4o7 15.1
B. Recognition for my work 411 15.3
C. Sense of achievement 1029 37.9
D. Encouragement to use inltiative and
creativity 291 10.8
E. Having responsibility for a Job 175 6.5
F. Having a good supervisor 255 9.5
G. Other 132 4.9
2690
70. The Air Force requires me to participate in too many
activities that are not related to my job.
A. Strongly disagree 218 8.1
B. Disagree 668 24.8
C. Undecided 530 19.7
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Question
70. Continued

D. Agree
E. Strongly agree

78. Leadership/Supervision Saitlsfaction.

A Highly dissatisfled
B

C.

D. Neutral

E.

F

G Highly satilsfied

mean

median

standard deviation
variance

kurtosis

skewness

79. What is your opinion of the quality of leadership

in the Air Force?

Excellent
Above average
Average

Below average
Poor

No opinion

SRR NN ol

No%
773 28.7
501 18.6

2690
337 12.5
270 10.0
377 14.0
749 27.8
48y 18.0
309 11.5
164 6.1

2690

3.876
3.982
1.686
2.843
-.731
-.109

80 3.0
436 16.2

1075 39.9
563 20.9
411 5.2
132 4.9

2

80. What kind of influence does your immediate supervisor

have on your organization?

A. Very favorable
B. Favorable
C. Neutral
D. Unfavorable
E. Very unfavorable
F. Don't know
81. Are you given the freedom you ne:d to do your job
A. Never
B. Seldom
v. Sometimes
D. Often

177

357
841
731
322
185

235

190
h17
792
760

=W -
OOV =] W
e o.

VOO HFNMW

well?

7.1
15.5
29.5
28.3



Question
81. Continued

E. Always

mean

median

standard deviation
varlance

kurtosis

skewness

|=
|»

5%%% 19.6

- 379
.29
.168
.363
.722
.296

1P PrPrww

82. Does your lmmediate supervisor glve you recognition

for a job well done?

Never
Seldonm
Sometimes
Frequently
Always

mooOw»

mean

median

standard deviation
variance

kurtosis

skewness

83. What 1s your opinion of discipline in today's Alr Force?

A. Too strict

B. Somewhat strict
C. About right

D. Somewhat lenlent
E. Too lenient

F. No opinion

110. Equlty Satisfaction
A. Highly dissatisfled

D: Neutral
G. Highly satisfled

mean
median

178

411 15.3
567 21.1
905 33.7
516 19.2

284 10.6

2683

2.886
2.902
1.195
1.427
-.800
-.053
397 14.8
647 24.1
712 26.5
426 15.8
306 11.4
200 7.4

2635
309 11.5
218 8.1
373 13.9
663 2u.6
526 19.6
373 13.9
225 8.4

26087

4,079
4.169



Question
110. Coatinued

standard devlation
varlance
kurtosis
skewness

|

1.731
2.998
-.755

-.199

111. Do you feel that the work you are now doing is

appropriate to the grade you hold?

Much too high
Somewhat too high
About right
Somewhat too low
Much too low

No opinton

HEoQwe

92
153

1311 4
585 2
243

o
2

{3

(o]
(NSl e o X oo L BN =

121. There are more favorable features about the Air Force
as a place to live and work than unfavorable ones.

A. Yes
B. Undecided
C. No

123. Personal Growth Satisfaction

A. Highly dissatisfled
B.
C.
D. Neutral
E.
F.
G.

Highly satisfled

mean

median

standard deviation
varlance

kurtosis

skewness

915 3
1285 4

e

255
‘200
373 1
654 2
636 2
370 1

#7

142
4.273
1.642
2.696
-.588
~.287

4.
8.
7.

[A IS g o

9.
T.
3.
4.
3.
3.
6.

O =] E&Z\O W

127. How often are you glven feedback from your supervisor

about your Jobd performance?

A. Never

B. Seldom

C. Sometimes

D. Prequently

E. Very frequently

179

4hig9 1
862 3
846 3
407 1
112
2678

6.8
2.2
1.6
5.2
4.2



Question N

3

128. How often do you and your supervisor get together

to sef your personal performance cbjectives?

A. Never » 1013 37.9
B. Seldom 684 25.6
C. Sometimes 21 23.2
D. Frequently 300 11.2
E. Very frequently 54 2.0
2372
131. Personal Standing Satisfaction
A. High.y satisfiled 307 11.4
B 248 9.3
C. 370 13.8
D. Neutral 501 22.4
E. 582 21.7
F 389 1l4.5
G. Highly satisfied 184 6.9
2681
mean §.ou7
median 4,191
standard deviation 1.718
variance 2.953
kurtosis -.800
skewness -.227
150. Health Satisfaction
A. Highly satisfiled 215 8.1
B. 190 7.1
C. 273 10.2
D. Neutral 417 15.6
E. 519 19.4
F. 383 21.8
G. Highly satisfied 2T 17.7
2669
mean 4.676
median 4,961
standard deviation 1.821
variince 3.317
kurtosis -.723
skewness . =.523
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Question

N

151. Job Satisfaction Scores - derived by combining

the responses to questions 65 through 6€.

mean

median

mode

standard error
standard deviation
variance

kurtosis

skewness

181

36
30
45
4y

65
77
115
116
121
176
154
166
198
198
208
213
177
163
107
92
50
31
11
15

16.
17.
20.

577
144
000

.100

26.

.156

588

429
.356
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APPENDIX G

Canonical Analysis Results
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Table XXVII.
Canonical Analysls Results
(Total Population)

Canonical
Eigenvalue Correlation x? D.F. Significance
No. 1 .647 8ol 4303.7 32 .000
No. 2 .112 .334 449.2 15 .000
Question Canonical Canonical Type
Number Variates Loadings Set
11 121 1.087 .504 .863 Dependent
151 .945 ~ .551 .994 ~-.110 Dependent
19 -.025 .124 .314 .331 Independent
21 .013 .047 .302 212 Independent
37 .067 -.097 .309 .111 Independent
62 .595  -.u437 .908 ...224 Independent
63 .283 =-.109 .795 -.061 Independent
64 .019 .167 -.042 .587 Independent
78 .054 .069 .506 Lol Independent
79 .054 . 450 424 .507 Independent
80 .024  -.034 .354 .088 Independent
81 .087 ~.149 459 . 042 Independent
82 .007 ~.0l9 .391 .059 Independent
83 -.036 -~-.294 -.141 -.370 Independent
110 .019 .124 .399 .312 Independent
123 .126 .327 .585 .368 Independent
131 .068 .220 .522 .387 Independent
150 -.018 -.177 .2u6 .031 Independent
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Table XXVIII.
Canonical Analysis Results

(Officers)
Canonical
Eigenvalue Corrslation X D.F. Significance
No. 1 .648 .805 1397.3 32 .000
No. 2 .143 .378 179.3 15 .000
Question Canonical Canonical Type
Number Variates Loadings Set
11 .106 1.112 .529 . 849 Dependent
151 .948 -.591 .995 -.095 Dependent
19 -.035 .288 .153 .302 Independent
21 -.010 -. 246 .273  --.103 Independent
37 .034  -.104 .182 .134 Independent
62 .613 -.504 .903 -.249 Independent
63 .189 -.014 .T46 -.016 Independent
€4 .100 . 368 .090 471 Independent
78 .074 -.068 .556 .134 Independent
79 .043 .502 .67 . 450 Independent
80 .015 -.006 .327 .060 Independent
81 .06 -.038 . 448 .062 Independent
32 .049 .007 .375 .092 Independent
83 .004 -.391 -.007 -.450 Independent
110 =,002 .016 .351 111 Independent
123 .221 L8473 .715 .327 Independent
131 .057 =-.014 . 496 . 149 Indcpendent
150 .003 -.242 .186 -.200 Independent
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Table XXIX.
Canonical Analysis Results
(Rated Officers)

Canonical
glgpnvalues Correlation _1: D.F. Significance
No. 1 .666 .816 567.0 32 .0000
No. 2 .095 .30€ 47.2 15 .0000
Question Canonical Canonical Type
Number Variates Loudings Set
11 .053 1.162 .549 .836 Dependent
151 .972 -.639 .969 -.046 Dependent
19 -.064 .230 .124 .071 Independent
21 L0184 -.244 .266 -.168 Independent
37 .070 .008 .297 .027 Independent
62 546 -.283 .879 -.181 Independent
63 .298 .181 773 .0lU6 Independent
64 .09 475 .135 .5¢84 Independent
78 .-51  .004 .517  .0S3 Independent
79 -.018 .287 .4o8 .186 Independent
80 .034 .10% .288 .125 Independent
81 .037 -.006 Luu3 .079 Independent
82 .103 .022 .435 .O57 Independent
83 -.032 -.549 -.086 -.629 Independent
110 -,007 -.195 433 -.136 Independent
123 .184 .362 .666 <129 Independent
131 .090 -.418 567 -.234 Independent
150 -.011 -.156 145 -.232 Independent
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Table XXX.
Canonical Analysis Results
(Non-Rated Cfficers)

Canonical
Eigenvalue Correlatica x? D.F. Significance
No. 1 .645 .803 860.0 32 .0000
No. 2 .203 .450 154 .4 15 .0000
Question Canonical Canonical Type
Number Varlates _ Loadings Set
11 .154 1.081 .527 .849 Dependent
151 .928 -.575 .990 -.141 Dependent
19 -.039 .270 .157 .356 Independant
21 -.009 -.195 299 -.079 Irdependent
37 .030 ~.150 147 .Qué Independent
62 .613 -.563 .837 -.287 Independent
63 .125 -.0T4 .728 -.072 Independent
64 .091 .265 .057 .399 Independent
78 .089 --.063 .576 .134 Independent
79 .087  .529 .508 .499 Independent
80 -.004 -~-.CT76 .338 .020 Independent
81 .083 -.061 .465 .035 Independent
82 .010 -.010 .341 .080 Independent
83 006 -.297 -.014 -.353 Independent
110 .012  .069 .318 .184 Independent
123 .260 .509 .758 .352 Independent
131 .042 .110 .470 .259 Independent
150 .008 -.258 219 -.180 Independent
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Table XXXI.
Canonical Analysis Results

(Enlisted)
Canonical
Eigenvalue Correlation _x? D.P. Significance
No. 1 .639 .799 2862.9 32 .0000
No. ¢ .104 .322 278.2 15 .CCC0
Question Canonical Canonical Type
Number Variates Correlation Set
11 .106 1.063 .453 .893 Dependent
152 .957 -.486 .995 -.094 Dependent
19 -.000+ -.036 .296 .269 Independent
21 .009  .248 .323 J411 Independent
37 .081 -.077 .351 .167 Independent
62 .586 -.352 .898 -.230 Independeant
63 - 324 -.127 .795 -.086 Independent
64 .004 " .430 - -,178 .523 Independent
78 Lob2 .101 .469 .300 Independent
79 .062 .392 .364 497 Independent
80 .027 -.034 .333 .081 Independent
81 .099 -.162 . «l9 .044 Independent
82 -.012 -.073 .370 .028 Independent
83 -.052 -.259 -.155 -.323 Independent
110 .031 194 .394 .409 Independent
123 379 245 .579 .391 Independent
131 .082 .316 L491 470 Independent
150 -.028 -.099 .268 .168 Independent
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